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ABSTRACT 
MINORITY FEMALE PARTICIPATION IN ADMINISTRATION 
AT THE UNIVERSITY OF MASSACHUSETTS AT AMHERST 
February 1987 
Marta Guevara-Scott, B.A., M.Ed., Ed.D., University 
of Massachusetts 
Directed by: Professor Atron Gentry 
This study was undertaken to determine whether a gross 
underrepresentation of minority female administrators exists 
at the University of Massachusetts at Amherst. If so, how 
does this affect the minority female administrators already 
at the institution, what are these female administrators’ 
coping strategies, what are the barriers these women 
confront and what are their perceptions, feelings and 
opinions about their roles and functions while working at 
the University. 
The study included 14 minority females holding 
administrative positions at UMass. The instrumentation for 
this study consisted of a combination of resources: an 
analysis of institutional records| an interview schedule, 
and a questionnaire, using a Likerts Five Point Scale as a 
model. The structural design of the questionnaire consisted 
of three specific areas: Demographic Data, Professional 
Preparation and Critical Issues and Challenges. The 
VI 
interview consisted of 26 questions designed with purposes 
of establisiiing clearer profiles of the target population. 
The analysis of data revealed a gross under¬ 
representation of minority female administrators across the 
board, and across ethnic groups at the institution. The 
group most underrepresented was the Alaskan/Native American 
with not even one woman of this category occupying an 
administrative position. 
The data also revealed that the majority of the 
participants are Blacks, with at least a Masters degree 
earned within the field of Education or Social Sciences; 
they have held an entry level administrative position for 
three years, have been working at UMass for eight years, 
earn less than $40,000, are married, live with spouse and 
children; are in their low 40*s and supervise an average 
of 14 staff members. 
The participants feel that their ethnicity is an asset 
in their position, but that their gender is not; they feel 
that women need to be highly aggressive in order to succeed, 
they believe that they are effective administrators, 
expressing that their superiors are not concerned with their 
ability to deal with minorities; they derive a lot of 
satisfaction from their jobs; feel overworked, underutilized 
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and not adequately compensated. They need to prove 
themselves to others, but are constantly encouraged to 
excel professionally. 
These minority women do not perceive a sense of unity 
among themselves and strongly believe that support systems 
at UMass are not effective. They are constantly reminded 
that they are minorities, but do not feel as tokens. They, 
in fact, feel that they are allowed to participate in the 
decision-making processes of the institution, expressing 
that they feel autonomy in their positions. They feel 
accepted and supported by their superiors. They feel that 
minority male colleagues do not assist them in their 
positions; even though they rely on colleagues for advice. 
The participants feel that they are helping to advance 
the position of minorities, feeling that they serve as role 
models to other minorities. Being a mentor and having a 
mentor is very important to them. 
This group of female administrators considers that 
hiring practices at UMass have not been effective in 
attracting more minority female administrators, or retaining 
minority administrators (female included). 
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CHAPTER I 
INTRODUCTION 
Th© structur© of Am©rica,n public ©l©m©n‘ta.ry and 
s©condary schools can b© s©©n as consisting of thre© major 
groups: f©mal©s instructing students, males administering 
adults and minorities instructing and containing other 
minorities, (Ortiz, 1980, p. 1) This structure has led 
to varying careers among these groups even though the 
starting point for all is teaching. The structure also 
holds for institutions of higher education. 
Until the late 1960s women and minorities as adminis¬ 
trators were rare in all but those colleges whose mission 
was to serve women or minorities. Today, even after highly 
publicized concerns for affirmative action, women and 
minorities are still very rare in collegiate administration. 
According to Scott (1978) nearly half of minority 
administrators are in minority institutions which represent 
less than five percent of all American institutions of 
higher education. 
In many of these institutions, minorities have been 
hired to staff programs for the support of 'the educationally 
"cheated” i.e. predominantly minority students. Spurlock 
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(.1977) claimed that ’’these positions usually do not offer 
opportunity for advancement through the administrative 
hierarchy,” however. Jennings (:i971) concluded that, 
’’Minority administrators are very often hired as tokens,” 
and was of the opinion that this is particularly apparent 
with minority females. 
Statistics concerning minority females are very 
limited. There are categories for females and for 
minorities, but not for minority females, A good example 
is a study completed in Connecticut (1982) about employ¬ 
ment in that state’^s institutions of higher education. 
The study presented many charts and tables but not one 
provided specific information concerning minority females 
Cor minority males). Another study conducted by Barkley and 
others in 1975 presented some facts regarding women in the 
labor force. Highlights of the study are as follows: More 
than 33,000,000 women are in the labor force; they 
constituted nearly two-fifths of all workers; some 
4,000,000 women of minority races were in the labor force; 
they constituted more than two-fifths of all minority 
workers; women accounted for three-fifths of the increase 
in the civilian labor force in the last decade; the more 
education a woman has, the greater the likelihood she will 
seek paid employment; nearly seven out of ten women, 35 to 
44 years of age with four or more years of college were 
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in the labor force; women represented about two-fifths of all 
Professional and technical workers, but only about one- 
sixth of all professionals were managers and administrators; 
few women were at the top of the professional ladder; one- 
half of 1 percent of women workers earned over $10,000 
per year. 
Van Alstyne ('19.76); conducted the first comprehensive 
analysis of higher education administration, based on a 
national survey, to compare the employment patterns and 
salary levels of women and minorities with those of white 
men. The results are as follows: 
Patterns 
1. Employment patterns differed substantially by 
race and sex. 
2. The large majority of people holding the 52 
administrative positions studied were white men. White 
men held over 79 percent of the administrative positions 
at the surveyed institutions, white women held 14 percent, 
minority men held 5 percent, and minority women held 2 
percent. 
3. At all institutions, men dominated the chief 
executive positions holding 96 percent of the posts at 
both white co—educational and minority institutions, 
69 percent at white women's colleges, and 100 percent at 
white men's colleges. 
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4. Women and minorities were generally best 
represented in positions relating to student affairs and 
external affairs. 
5. The affirmative action/equal employment officer 
was the only position included in the survey which had a 
sizeable representation of all four race and sex groups. 
6. The employment patterns and salary levels of 
minority women were different from, but closer to those 
of white women than those of minority men. 
7. Almost half of all the minority men and women 
holding administrative positions in the surveyed 
institutions were employed by the 36 minority institutions. 
The other half were employed by the 1,001 white institu¬ 
tions o 
Salary Comparison 
1. Salary differentials were more consistently 
related to sex than to race. 
2. Women, both white and minority, were paid only 
about 80 percent as much as men with the same job title 
when employed by the same type of institutions. 
3. The percentage of jobs held by women and 
minorities generally tended to decrease as salaries in¬ 
creased, except at women's colleges and minority institutions. 
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4. Generally, public institutions paid higher 
salaries to administrators of all four race and sex 
groups than did private institutions. 
5. Of those s-erving as affirmative action officers, 
men were paid more than women. 
Statement and Discussion of the Problem 
Some believe that the University of Massachusetts at 
Amherst stands out for its readiness to meet new 
opportunities and challenges. Similarly, UMass claims to 
be sensitive to the needs of all and to support diverse 
options. While positive judgements can be attributed to a 
few responsible individuals and departments, tbis scarcely 
represents the institution as a whole. Its recent history 
with affirmative action dates to 1972 when it initiated what 
the administration labelled an '’aggressive program to meet 
the needs of minority students and career development 
aspirations of minority faculty and staff." (University of 
Massachusetts, Affirmative Action Report, 1984, p. 7) 
In 1980, the University of Massachusetts at Amherst 
underwent an on-site review of its affirmative action 
systems by the Office of Federal Contract Compliance 
of the United States Department of Labor. The University 
was found out of compliance, and an agreement was reached 
stating that by January 1, 1983 "an adequate applicant 
6 
flow system would be in place." (University of 
Massachusetts, Affirmative Action Report, 1984, p. 10) 
The particular functions of the AA/EO Office according 
to its 1984—86 plan are: 
1. In conjunction with administration, develop and 
implement uniform AA/EO policies and procedures, 
2. Monitor compliance with these policies and 
procedures by campus agencies in the course of 
their interaction with students and employees. 
3. Ensure that our policies and procedures do not 
discriminate against individuals and/or groups, 
4. Suggest policy and procedural changes to maintain 
this non-discrimination posture. 
5. Analyze all data related to the functions of 
AA/EO to all external and internal agencies and 
individuals. 
6. Communicate our campus commitment to AA/EO to 
all external and internal agencies and 
individuals. 
7. Ensure that all campus employees are trained in 
the respective roles with an eye towards AA/EO. 
8. Investigate grievance and purported violations 
of Equal Opportunity and make recommendations 
to the appropriate line officers of the 
institution. 
9. Act as consultants to all campus personnel on 
matters of AA/EO. 
Despite all of the efforts and expressed commitment of high 
officers representing the administration, the situation 
of minorities at UMass, Amherst continues to be far from 
reaching the expected goals. This is particularly true 
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for minority women. During the academic year 1984-85 
there were only 69 minority women holding professional 
positions at the University. Of these, 18 were faculty 
members'. Some of these 18 faculty members also carried 
out administrative tasks for their department. This 
situation, bad enough in itself, gets worse when we 
consider that of all these 69 minority professional/ 
faculty women only three were on-line executive managers 
(administrators). The officers involved are all located 
at the Whitmore Administration building and represent 
the Chancellor’s Office, the Vice Chancellor for 
University Relations and Development, and Student Affairs. 
Table 1 illustrates the total number of female pro¬ 
fessionals by race distribution and administrative or 
academic unit. The situation depicted in this chart does 
not reveal significant differences between the 
University of Massachusetts/Amherst and the general 
situation facing minority women in general, i.e., the 
majority of the very few minority women professional staff 
at the University are Black (47.1 percent). 
Concerning instructional staff members at the 
University of Massachusetts/Amherst, the majority of the 
eighteen total minority women, 38.9 percent are of Asian 
descent, followed by 33.3 percent Black, and 27,8 percent 
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by Table 2. 
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Table 3 illustrates the number of minority females 
in professional positions in the five different 
executive areas (Chancellor’^s and the five Vice— 
Chancellorships) from two different periods (1982-83 
and and 1983—84). Note the attrition that happened in just 
one year. 
Scope and Purpose of the Study 
The general purpose of this study is to describe 
from the perspective of the participants how they perceive 
themselves and their roles and functions at the University 
of Massachusetts at Amherst. It will attempt to 
discuss major issnes pertaining to the participation of 
minority females in administrative roles at the 
University. An in-depth analysis will be completed to 
determine whether a gross underrepresentation of minority 
female administrators exists at this institution. If that 
is the case, a study of how grave the situation is will 
be conducted. Other areas to be explored will be: How 
does this condition affect the minority females already 
at the institution? What are their coping strategies? 
And what are the barriers they confront? An effort will be 
made to profile those who participate in the study. 
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Table 3 
Female Minority Professional Staff by 
Executive Area 1982-83, 1983-84 
Area 1982-83_1983-84 Difference 
Chancellor 4 2 
-2 
Vice-Chancellor for 
Student Affairs 35 24 
-11 
Vice-Chancellor for 
Academic Affairs 17 19 +2 
Vice-Chancellor for 
Administration 
and Finance 1 1 0 
Vice-Chancellor for 
Community Relations 1 1 0 
Vice Chancellor for 
Research 0 4 +4 
TOTALS 58 51 -7 
12 
Delimitations of the Study 
1. The findings will be true only for the 
University of Massachusetts, Amherst Campus. 
Generalization cannot be drawn from this study. 
2. This study will deal only with the defined 
population and their responses, thoughts, reality 
and ideas. 
3. The source of the information in itself is 
limited by the kind of instrumentation chosen for 
the study. 
4. Since ethnic classification at this institution 
is voluntary, this researcher might have 
missed someone from the target population. 
Significance of the Study 
1. This study addresses a group about whom little 
research has been done. 
2. This study is inclusive of all ethnic groups 
represented at the University. 
3. This dissertation will depict the picture of 
minority female administrators at UMass, 
Amherst as perceived by them. 
4. This dissertation hopefully will throw light on 
the institution, and in this way provide the basis 
for decision-making that could benefit the 
audience of our interest. 
13 
5. This study will hopefully assist other individuals 
interested in the topic of equitable employment. 
6. rt will provide a forum for minority females to 
express themselves by making available their 
perceived notions about the various areas explored 
in this study. 
7. It has the potential for improving current 
networking systems among all minority female 
administrators on this campus. 
Definition of Terms 
1. Minority Females—all females who are not 
Caucasian and whose ethnic background is 
different from that of the white population in 
the continental U.S.A. 
2. On-line Administrators—they are administrators 
who have direct contact and responsibilities 
with the upper structure of the institution, 
and have many units under their command/guidance. 
3. Staff Administrator—those holding a professional 
position in which they supervise a number of 
individual programs. Those involved in decision¬ 
making. 
4. Racism—discrimination against someone solely on 
the basis of their race. 
14 
5. Sexism discrimination against someone solely on 
the basis of their gender, 
6, Affirmative Action/Equal Opportunity—remedial 
concepts, imposing a duty on employees, employment 
agencies, and labor unions to take positive steps 
to improve the career opportunities for women, 
racial and ethnic minorities, veterans, and 
handicapped persons who are considered to have been 
deprived of equal access to job opportunities. 
Organization of the Study 
Chapter I has presented the introduction. It has 
provided a background of the problem, purposes, delimita¬ 
tions and significance of the study, and definitions of 
terms. 
Chapter II will convey a review of the related 
literature and research. Chapter III will provide a 
presentation and discussion of the methodology followed in 
the study. Chapter IV will submit the findings of the study. 
Chapter V will detail the conclusions arrived at from the 
study, will suggest some recommendations for increasing the 
participation of minority females in the administrative 
proc6Sses at the University of Massachusstts at Amherst, as 
well as recommendations for future research efforts. 
CHAPTER II 
REVIEW OF THE LITERATURE 
This chapter contains a review of relevant literature. 
It discusses proportional representation of women in the 
labor force, causes for female underrepresentation in 
educational administration, sex differences in educational 
administration. Black female administrators and Hispanic 
female administrators. 
Women in Public Schools 
In 1977, the Equal Employment Opportunity Commission 
reported that in American public schools 64.5 percent of 
full-time staff members were female and 35.5 percent were 
male. In terms of race, 83.6 percent were White and 16.4 
percent were Non-white. In contrast, of all central office 
managers 84.9 percent were male, 15.1 percent were female. 
Of these managers, 92.2 percent were White and 7.8 percent 
were Non-white. Of the principals, 87.2 percent were 
male and 12.8 percent were female; racially 90,2 percent 
were White and 9.8 percent were Non-white. (Equal 
Employment Opportunity Commission, 1977) 
15 
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When women enter teaching, they are expected to remain 
as teachers. According to Ortiz (1980) there are three 
features prepetuating this. The first is that women are 
predominantly in schools; second is the generalized 
perception that women are more appropriate for teaching 
children and third "those women who express desires for 
administrative posts are restrained in one way or another." 
(P. 3) 
Meskin (1978) noted that female teachers who wish to 
advance do so by becoming supervisors. The greatest 
number of women in educational administration are at the 
central office. They are engaged in pupil personnel 
services, instructional and supervisory areas and general 
administration. (p. 325) 
Why Underrepresented? 
Career socialization for women is much more severe 
than for men. They have been socialized as women in the 
culturally defined manner. Departing from this norm is 
difficult at best. As they advance through the hierarchy, 
they are required to change in two fundamental ways: 
with regard to the culturally socialized women and with 
regard to the demands placed by the new setting. Those who 
are successful are the ones who view themselves profession¬ 
ally, who have had much experience working with men, and 
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who are motivated to be successful in these types of 
settings. 
Casey and Stolte (1971) rightly stated, 
The caper opportunities available to minorities and 
women have been limited to the instructional channels 
of recruitment pd advancement by the sex-typing of 
certain occupations. Such sex-typing assumes that 
white men are the most competent managers and leaders 
simply because they have most often been chosen to 
move up the administrative ladder. (p. 9) 
Lyman and Speizer (1980) examined three models most 
frequently used to account for the persistent imbalance of 
women in education administration over the last decade: 
—the women's place model, which emphasizes the 
different socialization of women and men; 
—the discriminatory model, which indicates those 
institutional patterns in the training and hiring 
of administrators that encourages the promotion of 
men rather than women; 
—the meritocracy model, which assumes that men must 
be the most competent administrators because 
historically they have been chosed to move up the 
administrative ladder. 
The authors described an intervention project designed 
to help achieve higher administrative status by addressing 
issues raised by the woman's place and discriminatory 
models: the program, used with women in New England, 
18 
consists of an institution, tackling technical areas such 
as fiscal management, and establishing networks. 
According to Van Dusen (1976), some typical explana¬ 
tions. for the sex differences in higher educational 
attainment that have been observed in the United States 
over the last century are as follows: 
argued that a family is more likely to invest 
in a son’s education than in a daughter's education in the 
belief that the son must be able to find a job, but the 
daughter may not have to. 
2. Most jobs open to women do not require a college 
degree: skills necessary for secretarial, clerical and 
operative positions "can be learned on the job." 
3. The daughter will undoubtedly get married and have 
children, and will, in any case, stop her education at that 
point. Indeed, marriage and childbearing have traditionally 
been considered sufficient reasons for women to terminate 
their schooling, though the parallel roles of men did not. 
Women have been systematically constrained by an 
entire array of barriers that have limited their share of 
participation in administration. Different authors have 
categorized these barriers and exclusionary practices in 
very different ways. Some of these categories according to 
Casey and Stolte (1971, p. 9) are as follows: 
19 
discriminatory patterns in training, hiring, and 
promotions 
—lack of long-term career commitments (socialization 
factors affecting career paths) 
—lack of a support system for those minorities and 
women who are advancing 
lack of same-sex, same-race role models in graduate 
schools and in the professions 
—lack of adequate financial aid for graduate study 
and research 
—lack of adequate research and management skills 
—exclusionary practices by the research community 
(major educational research organizations) 
—gaining acceptance by male colleagues 
—being hired only after demonstrated competence in 
contrast to men being hired for their potential and 
homogeneity 
—being challenged as a woman or as a minority in an 
all-male or all-white system 
—being accused of intuitiveness and passivity as well 
as of being overly concerned with interpersonal 
relationships 
—being undependable because of childbearing 
—being interested only in research on minority and/or 
women issues 
20 
These and other barriers have been categorized as 
falling under two major types of factors: external and 
Internal. The external factors include social climate, 
the Federal Government and the institutional climate. A 
brief explanation of each factor is as follows: 
1. Social climate—(general feelings and attitudes 
towards women at a particular time and in a particular 
place). One must be prepared to deal with a variety of 
attitudes and feelings. Many women/Black/minorities 
employed in predominantly male/white institutions want to 
believe that they have made it. Yet, the climate in which 
they function daily continues to question their competence 
and capability to perform the duties assigned to them. 
This questioning does not result from a lack of competence; 
rather, it is largely due to a lack of confidence and 
belief in the minority women's ability which may be rooted 
in preconceived attitudes. 
2. Federal Government—if it were up to the federal 
government, most minorities, regardless of qualifications, 
would not be employed at predominantly white institutions. 
The Federal Government, however, is not fully 
committed to the development of women-. Delays in 
issuing guidelines, lack of enforcement of legislation 
and an uncoordinated commitment on the part of federal 
agencies, has led to the lack of development of human 
resources. (Barkley and Others, 1975, p. 14) 
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3. Institutional Climate—who will get what according 
to whom? Women/minorities have to assess institutions 
politics. They should never be underestimated before, 
during, or after employemnt. 
The internal factors include self-motivation, 
capability to make decisions, adaptability, and mobility. 
These really include personal characteristics that will 
help or hinder the individual. Most of them are self- 
explanatory and include: 
a. Self-motivation—desire to achieve and/or excel. 
b. Capability to make decisions (quick and right). 
c. Adaptability (ability to systematically review 
situations and know when to make necessary 
adjustments). This requires ability to negotiate 
in order to facilitate a compromise. 
d. Mobility (readiness to move weighing pros and cons 
and willingness to take the risk). 
Epstein (1970) indicated that women even when talented 
and well educated are underachievers and underproducers. 
The author explained that the situation is a direct result 
of the following factors: 
stereotypes of femininity; 
role conflicts between family and career; 
sex-role socialization; 
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the limited and negative image of the working woman; 
lack of role models; 
contradictory messages from family and society 
concerning achievement; 
the lack of emotional and economic support for 
training in the professions; 
denial of positions of power and authority in the 
social systems; 
sex-typing of occupations; 
the exclusivity of the informed, male-club/collegial 
networks; and 
self—exclusion as a result of the lack of aggressive¬ 
ness in seeking contacts and in raising visibility 
through contributions, publications, and 
participation in professional organizations, 
Male vs. Female Administrators: Is there a difference? 
Many studies have been conducted to try to determine 
whether differences exist between male and female potential 
in administration as well as differences in leadership 
styles. The fact that these studies have been conducted is 
indicative of the present situation women face; inequality 
in all settings of society. 
A study conducted by Arons (1980) focused on whether a 
difference between male and female administrative potential 
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exists. The author's research points to a lack of 
correlation between a candidate's past experience or 
educational credentials and his/her future administrative 
effectiveness. Personnel selection processes should not be 
concerned with one ideal leadership style, but rather with 
a candidate's individual style and appropriateness to a 
particular situation. 
School personnel departments must examine their 
practice and programs in order to eliminate external 
iiii6i*nal barriers to the progress of women in 
adminis-trative careers. (p. 15) 
Another study conducted by Chapman and Luthans (1975, 
p. 10) on leadership styles indicated that there may not be 
a difference in male and female leadership style. However, 
there may be a difference in actual leadership behaviors. 
Female leaders face a failure/success dilemma when they 
encounter incompatible sex-role stereotypes. In other words, 
the female leader is caught in a dual conflict situation 
involving not only the group and the organizational 
situation but also her perceptions of herself. If she 
adopts accommodative leadership behavior, she will be 
subjected to the common male criticism of being too 
intuitive, unreliable, and passive. On the other hand, if 
she adopts autocratic or task oriented leadership behavior, 
she may be perceived as losing her "femininity." Over¬ 
compensation toward either extreme may decrease her 
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effectiveness and curtail accomplishments. The authors 
suggest that the solutions to this dilemma Involve new 
thinking and specific programs in recruitment, selection, 
placement, training and organizational development. 
(Chapman and Luthans, 1975, p. lO) 
Women and men deans were surveyed from universities 
belonging to the Western Association of Graduate Schools in 
a study made by Thomas et. al. (.1978), It was concluded 
that both the backgrounds and career advancement patterns 
of both males and females are somewhat similar. The most 
striking difference seems to be that more women than men 
hold interim positions. 
The study points out that coping patterns and stress 
among males and females significantly differ, as do the 
rewards derived from the job. 
The role of women in American Society has been 
historically established and perpetuated as different and 
inferior to men’s. This is true for all social and pro¬ 
fessional aspects of society. A woman is supposed to do 
what she is supposed to do, . . For women, deviating from 
the "norm” can be threatening, dangerous, and intimidating. 
This is particularly true when pursuing a career. The 
socialization involved is very complex. Ortiz (1980) 
describes this as: 
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for women career socialization is much more severe 
than for men. The primary reason for this is that 
not only must women change due to the demands of the 
organizational setting, but also due to th^cu^tura! 
aspects of women. Women have first of all been 
socialized as women in a culturally defined manner. 
For those women who have been successfully socialized 
in this way, departing from this cultural norm is 
difficult at best. Furthermore, since the organiza¬ 
tional demands are based on a male orientation 
cultural considerations related to women are minimal 
if not altogether absent. Therefore, women are 
required to change in two fundamental ways as they 
advance through the hierarchy. They must change 
in regard to the culturally socialized woman and 
in regard to the demands placed by the new work 
setting. (p. 12) 
Moore (1980) investigated the characteristics that 
distinguish women who choose traditional as opposed to 
non-traditional careers and who function at different 
occupational levels. The traditional sample numbered 156 
nurses; the non-traditional career group numberd 147 women 
who held positions in businesses and industry in which 20 
percent or fewer of the job incumbents were female. It was 
determined that women in non-traditional business roles were 
more achieving, emphasized production more, and believed 
they held managerial characteristics compatible with those 
ascribed to male managers. The authors concluded that 
leadership attributes and behavior of women do vary among 
organizational settings and across organizational levels in 
predictable ways. (p. 18) 
Denmark (1977) examined the kinds of women leaders that 
emerge in different settings, the styles of leadership used 
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by women in contrast to those used by men, and the effects 
these kinds of leadership had on group behavior. The author 
concluded that the assumption that women managers are 
basically different from men is not supported by factual 
data. The one difference investigators generally agree upon 
is that women showed greater concern for relationships 
among people. This factor should be considered an asset 
in terms of leadership effectiveness. (pp. 9-18) 
Mark (.1980) examined the theories and methods currently 
used in leadership studies concerning the sex differences 
influencing the behavior of men and women in higher educa¬ 
tion, Theoretical issues addressed include the relationship 
of: a) leadership style to achievement motivation; b) 
socialization factors to work motivation; and c) success/ 
failure attributes to achievement orientation. Substantial 
methodological problems were found in the research design 
of approximately 100 studies of leadership in education and 
business regarding subject selection, site selection, and 
instrumentation. The author concluded that sex differences 
in leadership behavior are not demonstrated. However, the 
consequences or career commitments are found to vary by sex. 
Minority Women in Administration 
Literature on the role of women and minorities in 
school administration indicates that they both suffer from 
role stereotypes, although the stereotypes are somewhat 
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different. Current literature on minority groups is 
limited almost entirely to discussion of Blacks; the status 
of other racial minorities has been largely ignored. The 
role of Blacks in administration has been severely limited 
by exclusionary practices from positions involving super¬ 
vision of White teachers or students. 
Kanter (1977). described the situation in which women 
are placed when occupying positions in administration as 
follows: 
Women in educational administration find themselves in 
skewed groups if they enter the line positions. As 
such their participation is distinct from others. 
When they err it is widely publicized. They do not 
have to work hard to have their presence noticed, but 
they do have to work hard to have their achievement 
noticed. (p. 216) 
Minority women in administration face all the problems 
white women face as well as all the problems minority males 
face: racism and sexism. This has been called ’’a double 
insult" (Thelma Griffin-Johnson, Interview, 1984), a "double 
conflict" and "double jeopardy," Called differently, each 
term has the same negative connotation: minority women 
face the worst of all worlds. Clara Rodriguez (1981) went 
further and spoke about a triple jeopardy, that of being a 
woman, an administrator and a Puerto Rican, She stated: 
Generally speaking, a minority representing a minority 
department is often perceived as a double threat. You 
not only represent yourself, you also represent an 
unknown mass of threatening Third World types. Being 
also a woman within such a situation was to have, in 
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coLend^with^^ an additional negative variable to 
contend with. Being a woman was to have an under- 
occasion. The occasions were 
convenient or beneficial to 
the administration as when affirmative action tallies 
were being made or when a woman and a minority member 
were needed to serve on a committee. 
She added, 
I was expected to speak for the poor and the oppressed 
for the other minorities, for the urban or inner city ’ 
dweller, for Latin Americans, for the young, untenured 
lacutly, for academically deficient students for the 
people of Puerto Rico, New York, and the rest of the 
United States, for the organizations of the Puerto 
Rican community, for activist students, and for 
political leftists. (p. 13) 
It is not an exaggeration to claim that minority women 
in administration have to live with the fear of making 
mistakes, and therefore of being defeated. This is so 
because they are always on the line and therefore can "stain" 
the name of their race and sex. 
Since there are so very few minority women in adminis¬ 
tration, the ones that exist find themselves acting as role 
models for other minority females; a difficult and dangerous 
place to be. 
Another problem is that minority women administrators 
tend and are expected to overachieve. This is so because 
they feel they have to prove themselves not only to male 
colleagues, but also to members of their own race and sex. 
They have to develop refined skills in impressions manage¬ 
ment, enabling them to retain control over the extra 
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responsibilities associated with their positions. They are 
able to maintain a delicate balance between performing well 
in job related matters and not generating peer resentment. 
Ortiz (1980) concluded an ethnographic study on career 
change and mobility for minorities and women in school 
administration. Data were collected between September 1974 
and April 1979. Most of them were collected in Southern 
California school districts:. Some follow-up data collection 
extended to Northern California, Texas and Arizona. 
Ortiz described two types of women found in educational 
administration; those who occupy the specialist, super¬ 
visory and elementary principalships and those who occupy 
the secondary principalships; assistant, associate, and 
deputy superintendencies; and the superintendency. 
She found two types of minorities within the school 
system; those who entered before the mid-sixties and early 
seventies and those who entered during and after. Most 
minorities in schools today are recent members. They 
occupy positions within special programs. Few minorities 
occupy the regular school site and central office line 
positions. Minority principals are likely to be located in 
minority schools. 
A major study concerning administrators was conducted 
in 1981 among 4,000 administrators and 1,600 institutions 
throughout the United States by Moore which was co—sponsored 
by the American Council on Education. A summary of the 
major findings are as follows: 
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1. Despite all of the reported affirmative action 
efforts, minority women were underrepresented in 
Higher Education Administration. 
2. Most minorities and women seemed to have lower 
hierarchy positions than most men. 
3. Women and minorities did not seem to benefit from 
newly-created positions as much as whites and men. 
4. The majority (58.3 percent) of minority administra¬ 
tion in the sample work at public colleges and 
universities. 
5. Eighty-seven percent of the respondents who have 
doctorates are men, while only 13 percent are 
women. The ratio is similar among whites and 
minorities. 
6. More women and minorities were found to have mentor 
relationships. 
7. Both men and women reported similar career mobility 
issues. 
8. More women and minorities are seeking to change 
their jobs. 
9. Minorities in the study reported an increase in 
job opportunities and advancement in their careers. 
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10. Minorities expressed far more concern about the 
future of affirmative action than non-minorities. 
Black Female Administrators 
Black women have been traditionally recognized for 
their very strong work orientation. Epstein (1972) reported 
a larger percentage of Black females (47 percent) being 
active in the labor force, contrasted with 44.5 percent of 
white females. (p. 281 
The income of Black women represents a larger percen¬ 
tage of the family income (1/3) than that of white women 
(1/4). Kelson (1977) reported that although Black women 
comprise over 50 percent of all Black professionals, 60 
percent of them are concentrated in the traditional fields 
of nursing, teaching, library science, and social work. Only 
10 percent are concentrated in less traditional fields such 
as architecture, dentistry, medicine, and engineering. In 
administration, where the requirements for entry and 
selection are not tangible, white women exceed their 
proportion in the female representation. In fact, 
Wattenburg (1978) reported that 96 percent of the female 
administrators in the United States are white. It becomes 
very obvious, then, that being Black and female is in no 
way an advantage in career development. 
This limited Black female representation in the field 
of administration is due largely to subjective selection 
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procedures and a scarcity of individuals in positions of 
power to advocate on behalf of Black females. 
In today's era of affirmative action, Black females as 
well as other minorities bear the stigma of being hired to 
meet certain institutional requirements (targets). The 
double negative of racism and sexism seems to have a very 
negative impact on their entry into the administrative 
arena. 
The Carnegie Commission on Higher Education (1983) 
reported that, '^If women are thinly represented on 
faculties, especially in traditionally male fields, they 
are rarely represented in top administrative positions as to 
be practically non-existent in the upper echelons.” (p. 29) 
Moore and Wagstaff (.1974) added. 
If the university power structure wanted Blacks to 
enter the mainstream of the university system. Blacks 
would be hired in established positions. This has 
not been the case. Almost all Blacks in university 
administration fill newly created positions whose 
titles connote a superblack. Both types offer no 
potential for upward movement. (p. 29) 
Hispanic Female Administrators 
Hispanic female administrators have been labeled by many 
as ”the non-existent minority.” Escobedo (-]980) analyzed 
the barriers to the recognition of this group as a 
legitimate one, and concluded that most of the barriers focus 
on environmental factors. She recommended three basic steps 
to overcome these factors: active recruitment at the 
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graduate school level, development of a support system and 
involvement of Hispanic faculty who can serve as mentors. 
Hispanic female administrators are comparatively young 
in that field. Whereas Gross and Trask (1976) reported 4/5 
of their sample of white women in administrative positions 
were fifty years of age or older. Drust (1976) reported 
that 50 percent of the Hispanic female administrators in 
has sample were under 39 years of age and 85 percent were 
under fifty. 
Ortiz (.1980) reported that Hispanic female administra¬ 
tors find themselves heading institutions which are in 
serious trouble. They are typically assigned to those 
places to improve conditions which range from physical 
deterioration to student apathy and/or destructiveness. 
Hispanic female administrators are really viewed as 
"warriors who bring about stability to minority schools." 
(P. 33) 
Ortiz added, 
Hispanic female administrators are tokens in the 
general structure of school administration. The 
organizational expectations require a repertoire of 
behaviors which don’t alarm others because of their 
stereotyped preconceptions, but at the same time 
display skills and competencies in school administra¬ 
tion. The women who are successful are extremely wary 
and highly possessive of their positions. (p. 34) 
The other group of Hispanic female administrators is 
made up of very young, inexperienced persons. As they 
assume their positions as elementary principals, their roles 
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are prescribed more definitely than for others. First, their 
assignments are to minority schools. These assignments are 
granted with the hope that they contain their schools. As 
is true with minority males, they are not expected to retain 
their positions for long nor are they expected to advance as 
administrators or educational leaders. 
Second, these individuals are assigned by community 
groups, the school board, and superintendent. There is no 
one person or group of persons who can be identified as a 
supporting system. One of their most traumatic experiences 
is to realize that they can call on no one to help them if 
they run into a problem. 
In order to be successful and/or meet the demands 
imposed on them, Hispanic female administrators need to 
change in three fundamental ways. Ortiz (1980) analyzed 
these changes as follows: 
First, they must change their perceptions about the 
cultural role of women. Second, they must change 
their views about the organization as they progress 
from children and instruction to adults and 
administration concerns. Third, they must change 
regarding the way they obtain and hold their 
administrative positions. Skills, knowledge and 
experience are not adequate. They must develop a 
possessiveness and loyalty to their work which will 
support them as they battle for retention of their 
administrative positions, (p. 35) 
CHAPTER III 
METHODOLOGY 
This chapter presents the methdology employed in the 
study. It discusses both the site and the population of 
the study, the instruments used for data collection, and 
the procedures for collecting and analyzing data. 
Site of the Study 
This study was conducted at the Amherst Campus of the 
University of Massachusetts, 
Population of the Study 
The population for this study consisted of 68 
minority females holding professional staff positions at 
the University of Massachusetts, Amherst Campus according 
to the records of the University for the duration of the 
study. The target population were those minority females 
holding administrative positions at the institution. 
Instrumentation of the Study 
The instrumentation for this study consisted of a 
combination of analysis of records, an interview schedule 
and a questionnaire using a Likerts’ Five Point Scale as a 
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model. The response modes for the questionnaire consisted 
of "Very Great Extent or Degree," "Great Extent or Degree," 
"Some Extent or Degree," "Little Extent or Degree," "Very 
Little Extent or Degree" for some questions; "Always," 
"Most of the Time," "Sometimes," "Almost Never" and 
"Never" for other questions; "Very effective," "Effective," 
"Somewhat Effective," "Ineffective" and "Very Ineffective" 
for others. There were also questions trying to identify 
levels of agreement using "Strongly Agree," "Agree " 
"Somewhat Agree," "Disagree" and "Strongly Disagree." 
The structural design of the questionnaire consisted 
of three specific areas: Personal and Demographic Data, 
Professional Preparation, and Critical Issues and 
Challenges. The questionnaires were color-coded for race- 
identification purposes. This way an item asking the race 
of the respondents did not have to be included in the 
instrument. The questionnaire was duplicated in three 
colors: green, blue and yellow. The green questionnaires 
were administered to Asian respondents, the blue to Blacks, 
and the yellow to Hispanics. A copy of the questionnaire 
is included next. 
The interview consisted of 26 questions designed with 
purposes of establishing clear profiles of the target 
population, as well as to conduct an in-depth exploration of 
the subjects’perceptions, ideas and options regarding their 
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MINORITY FEMALE PARTICIPATION IN 
ADMINISTRATION AT THE UNIVERSITY 
OF MASSACHUSETTS AT AMHERST 
purpose of this study is to conduct an in-depth 
stration Ih^ rainonty female participation in admini- 
University of Massachusetts at Amherst, 
at the professionals identified as an administrator 
at UMa^, we need your responses in terms of your feelines 
perceptions and opinions. ^ leeiings, 
T H questionnaire consists of two sections. Section 
I deals with demographic information. Section II deals 
with items addressing your perceptions, opinions and feel¬ 
ings about diverse aspects of the participation of minority 
females in the administrative processes at UMass. Please 
note that different sections call for different scales. 
Please read each item and respond to it using the 
applicable scale. Answer all the questions even if you 
feel compelled not to. Put your answers directly on the 
instrument. All responses are strictly coTTfidential. 
The results will be fully shared with you. 
Now, please proceed to answer the questionnaire. It 
should take about 30—40 minutes. Feel free to add comments 
wherever you might find appropriate to do so. Return your 
completed questionnaire using the enclosed pre-addressed 
envelope. 
Thank you for your time and invaluable help. 
Sincerely, 
Marta Guevara—Scott 
Section I 
Please circle the appropriate item(s) 
highest degree you earned: which describes the 
A - Bachelor's 
B - Master's 
C - CAGS 
D - Ed.D. 
E - Ph.D. 
F - Other (Please specify) 
degreS/""*^*"^^® field(s) you hold your highest 
A - Humanities 
B - Education 
C - Arts 
D - Social Studies 
E — Sciences, Mathematics, Engineering, Technology 
Please specify what field(s) you were in before entering 
administration: 
Please check the item which best describes your position at 
UMass: 
( ) First level 
( ) Second level 
( ) Third level 
(President, Chancellor, Vice 
Chancellor, Provost, Associate 
Provost, Assistant Provost) 
(Dean, Assistant Dean, Associate 
Dean, Division Chairperson) 
(Department Head, Program Director, 
Principal Investigator) 
(Project Coordinator, Staff 
Assistant with administrative 
responsibilities) 
( ) Fourth level 
Please specify the number of 
present position at UMass: years you have been at your 
Please specify the number of 
at UMass: years you have been working 
Please circle below the item 
your salary level at UMass: which best reflects 
1) 13,800 
- 17,799 
2) 17,800 - 21,799 
3) 21,800 - 26,799 
4) 26,800 
- 32,799 
5) 32,800 - 39,999 
6) 40,.000 - 48,699 
7) 48,700 - 59,399 
8) 59,400 — over 
What types of funds pay your salary: 
1. State funds 
2. Trust funds 
3. Grant 
4. Other (please specify) _ 
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Marital Status; 
1. Single 
2. Married, living with spouse and children 
3. Married, living apart from spouse and children 
4. Separated or divorced with 
with you 
no children living 
5. Separated or divorced with 
you 
children living with 
6. Other (please specify) 
Please circle the bracket which best reflects your age: 
1. 20-25 
2. 26-30 
3. 31-35 
4. 36-40 
5. 41-45 
6. 46-50 
7. 51-55 
8. Over 55 
Please specify how many staff members you directly 
supervise: _ 
Please specify the amount of the budget you are directly 
responsible for handling, including all sources of 
funding: 
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situation at the University. The questions resulted 
from personal concerns of the researcher as an Hispanic 
female administrator, concerns raised by other minority 
female administrators and a review of related literature. 
Most of the questions fall under the experience/behavior, 
and opinion/value type of questions. 
The 26 interview questions are as follows: 
1. How did you acquire your present position? 
2. How challenging is your position? 
3. Were the degree(s) you earned a requirement for 
the position you presently hold? 
4. Have any of the degree(s) had an effect on your 
effectiveness as an administrator? 
5. How have the management theories you learned 
assisted your effectiveness as a minority female 
administrator? 
6. How adequate was your training in terms of the 
position you currently hold? 
7. How would you rate the skills you developed in 
school versus the skills you developed on the job? 
8. How involved are you in the decision making 
processes at this institution? (i.e., hiring, 
firing, budgetary matters) 
9. How responsible are you for developing policies? 
10. How responsible are you for implementing policies? 
11. Have you implemented any changes within your 
educational institution since your tenure in your 
present position? 
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12. How important were these changes? 
13. How would you describe your relationship with 
your superior(s)? 
14. How would you describe your relationship with 
your subordinate(s)? 
15. Can you elaborate on internal or external forces 
which can or have hindered your effectiveness as 
a minority administrator? 
16. Has there been a time that you have felt totally 
inadequate for the position you presently hold? 
If so, how did you deal with the feeling? 
17. As a minority female administrator do you feel 
accepted by your white counterparts? 
18. By your minority counterparts? 
19. What skills are the most essential to surviving 
as a minority female administrator at UMass? 
20. What strategies have helped you the most to cope 
with administrative problems? 
21. What aspects of administration take the largest 
amount of your time? 
22. What is your advice for minority women who want 
to get into administration? 
23. Is this advice true for most institutions or is it 
solely for UMass? 
24. In your opinion, do you feel minority male 
administrators assist or hinder your success as a 
professional minority administrator at UMass? 
25. What are your thoughts and feelings regarding 
Affirmative Action and quotas? 
26. If you could make substantial changes to improve 
the situation of minority female administrators at 
UMass which would the top five be? 
50 
procedures for Data Collection 
In order to identify the participatns in the study, 
a master list including job titles by race of all minority 
females holding professional positions at the University 
was requested from the Affirmative Action Office. The list 
produced 99 names. From the master list, the researcher 
assembled a list of potential subjects in the study using 
job titles as the first criterion. Obvious administrative 
titles were identified and others were eliminated. The 
eliminated ones included most academic positions like 
teaching assistants, teaching associates, staff physician, 
post doctoral research associate, assistant professor, 
associate professor, professor, instructor, lecturer and 
librarian. The next criterion for selection included 
supervision exercised and/or budget handled. This required 
consultation with potential subjects’ division heads. Any 
supervision exercised and/or budget directly handled by the 
staff member warranted their inclusion in the study. 
The selection process produced 16 potential subjects, 
each of whom was contacted by the researcher. The purposes 
and scope of the study were explained and each one was 
invited to participate. Only two declined, citing personal 
reasons for not participating. Interviews were scheduled 
with those who agreed to participate. The questionnaire 
was mailed to all who agreed to participate along with 
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options for appointments for the In-depth Interview. Of 
the fourteen subjects the researcher Interviewed, two did 
not answer the questionnaire. The researcher approached 
these two women several times asking to please complete the 
instrument, but they never did. The data analyzed and 
presented from the questionnaires is then based upon twelve 
and not fourteen instruments. 
At the time of the pre-arranged meeting, the interview 
took place. Most subjects refused to let the interviews 
be recorded, but all agreed to let the researcher take 
notes. Most of the subjects seemed relaxed and eager to 
answer the questions posed by the researcher. 
The analysis of records consisted of studying 
available statistics on all professional staff members at 
both the Affirmative Action Office and the Office for 
Institutional Research. Statistics on minority professional 
staff members were also sought and analyzed, focusing on 
female minorities. 
Procedures for Data Analysis 
Data for the study were collected directly in the 
questionnaire specifically designed for data collection. 
Data were transferred from the questionnaires into a 
computer using SPSS packages for their processing. 
Subprograms Frequency Counts, Cross Tabs and Chi Squares 
were used. 
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Interview data were collected by note taking as 
anticipated. The interviews were transcribed and then 
revised for potential areas of subject identification. 
Minor editing was, thus completed striving to preserve 
the anonymity of the subjects. 
The transcriptions were put into a standard format 
for purposes of analysis. The determination for approaching 
the analysis on a question by question fashion was then 
made. The analysis was to include patterns and exceptions, 
relationships and linkages, all striving for the 
delineation of profiles. 
A cross reference with demography was completed in an 
effort to delineate the profiles. The Chi-square tables 
were discarded due to the low number of particular cells. 
Too many cells with less than five subjects did not permit 
a statistically sound analysis. 
CHAPTER IV 
FINDINGS OF THE STUDY 
This chapter presents the findings of the study and an 
analysis of the data gathered. It discusses relevant 
statistical information about minorities at the University 
of Massachusetts, some information about the participants 
demography, the participants' responses to the questionnaire 
and the results of the interviews. 
Female Minority Professional Staff at the University of 
Massachusetts 
In an effort to objectively determine if there is a 
gross underrepresentation of female minority professional 
staff members at the University of Massachusetts several 
documents were anlayzed, mostly annual reports. Statistics 
for the last four academic years were compiled and are 
presented in the next section. 
Several organizational charts that follow illustrate 
the number of minority professional women at UMass during 
the 1984 academic year. Chart I best summarizes the 
situation. Note that of 51 minority women then holding 
professional positions two (2) work in the Chancellor s 
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area, 24 in the area of Vice-Chancellor for Student 
Affairs, one in the Vice-Chancellor for University 
Relations and Development, one in the area of the Vice- 
Chancellor for Administration and Finance, 19 in the 
Academic Affairs and Provost area and four in the Vice- 
Chancellor for Research area. Charts II through V 
illustrate the specific units having minority female staff 
members during 1984. 
Tables 4 through 8 detail statistics on female pro¬ 
fessionals by executive area for the years 1981-1986. 
Table 9 summarizes Tables 4 through 8. The picture por¬ 
trayed by these statistics is, indeed, a bleak one. The 
statistical data reflect a situation which shows that 
minority female professionals are not well represented at 
the University of Massachusetts at Amherst. In addition, 
one can easily see that the lack of representation through¬ 
out 1981-86 has been more obvious in the Administration 
and Finance Area. Also, that the Chancellor area has 
suffered a constant decline on the representation, ending 
with no representation at all during the last reported 
year. 
A closer look of the statistics presented on the 
preceding tables reveal that while the hiring of white 
women reflects a ready increase both in numbers and in 
percentages the same is not true for minority women. In 
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Administration and Finance Chart III 
Effectiv« 11/1/84* 
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Student Affairs Chart IV 
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Chart V university Relations and Development 
* The orcanizational charts are frequently referenced docunents and therefore reflect the status 
ortanizational structure which existed Noveeber 1, 1984. This takes exception to other naterial in the Factbook 
which is a historical docuiwnt of the 1983-84 acadenic (or fiscal) year. 
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Chart VI Research and Graduate Studies 
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fact, during the last five years the University hired 145 
additional white women to occupy professional positions 
while the number of minority females for the same positions 
remained the same without a net gain. In terms of per¬ 
centages, the highest percentage of minority female 
professionals was 13.10% in 1981 and the lowest was 9.69% 
in 1985. The exact figures are: 
1982 - 38 more females hired (38 whites, 0 minority) 
1983 - 49 more females hired (55 whites, 6 minorities 
less) 
1984 - 21 more females hired (17 whites, 4 minorities) 
1985 - 45 more females hired (35 whites, 2 minorities, 
8 unaccounted) 
Thus, there is an inordinate amount of work that needs 
to be completed in order to reverse this less than 
desirable picture. 
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Demography of Participants 
To obtain a better understanding of the data it is 
necessary to look at a profile of the participants. This 
part of the chapter presents a series of figures that give 
a picture of the type of population involved in the study. 
Out of 12 minority professional staff members holding 
administrative positions at UMass participating in this 
study, 6 or 50 percent are Black; 4 or 33.3 percent are 
Hispanic and 2 or 16.7 percent are Asian. The total number 
of minority female professional staff members during the 
data collection period was 57. Of these, 23 or 40.35 per¬ 
cent are Black, 11 or 19.30 are Hispanic, 20 or 35.09 per¬ 
cent are Asian and 3 or 5.26 percent are American Indian. 
The numbers really represent a very discouraging picture 
regarding minority female representation in the professional 
staff ranks of the University. Blacks represent only 3.91% 
of the entire female professional group, Hispanics represent 
1.87% of the same population, Asians represent 3.40% and 
American Indians a meager .51%. The entire minority female 
professional staff mounts to only 9.69 over-all percent. 
(57 out of 588). 
The vast majority of the participants (83.3%) in the 
study has at least a Master's degree. The participants' 
highest degree is illustrated next. 
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Participants' 
Highest Degree 
Bachelor's 
Master’s 
Ed.D. 
Ph.D. 
TOTAL 
B 
2 
2 
1 
1 
H Number Percent 
2 
5 
2 
3 
12 
16.7% 
41.7% 
16.7% 
25.0% 
100.0% 
The majority of the participants (58.3%) came from the field 
of Education, followed by Social Sciences as illustrated in 
the following breakdown: 
Prior Field B H A Number Percent 
Humanities _ 1 1 8.3% 
Education 3 4 - 7 58.3% 
Social Sciences 3 - 1 4 33.3% 
TOTAL 12 100.0% 
Almost every participant in the study came to their 
current administrative position from a different field. The 
fields represented are: administration, counseling, business, 
medicine, corrections, sports psychology and retailing. The 
only field represented by more than one participant was 
teaching (with three). 
The majority of the participants (58.3%) are at entry 
level administrative positions at UMass (fourth level). 
Table 12 illustrates this. The only minority female adminis¬ 
trator holding a first-level position is Asian, while the 
at the second level is Hispanic. There is no Black 
only one 
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representation at the top administrative levels at 
UMass. 
The majority of the participants have been working 
three years or less at their current position at UMass as 
illustrated in the following breakdown; 
Position Level at UMass B H A Number Percent 
First Level 
Second Level 
Third Level 
Fourth Level 
- - 1 
- 1 - 
111 
5 2- 
1 8.3% 
1 8.3% 
3 25.0% 
7 58.3% 
TOTAL 12 100.0% 
The majority of the participants (58.3%) have been 
working three years or less at their current position at 
UMass. The breakdown follows: 
Years at Present 
Position at UMass 
02 
03 
04 
05 
06 
08 
TOTAL 
B 
1 
1 
1 
1 
2 
H_A 
3 2 
1 
Number Percent 
1 8.3% 
6 50.0% 
1 8.3% 
1 8.3% 
1 8.3% 
2 16.7% 
12 100.0% 
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The vast majority of the participants (83.3%) have been 
working at UMass for at least eight years. The average 
number of years for all participants was 9.08. The break¬ 
down was as follows: 
Years Working at 
UMass 
03 
05 
08 
09 
10 
11 
14 
15 
TOTAL 
B 
1 
3 
1 
1 
H 
1 
1 
1 
A Number Percent 
1 
1 
4 
1 
2 
1 
1 
1 
12 
8.3% 
8.3% 
33.3% 
8.3% 
16.7% 
8.3% 
8.3% 
8.3% 
100.0% 
The vast majority of the participants (81.8%) earn less 
than $40,000 per year as illiustrated in the following 
breakdown: 
Present Salary 
17.800- 21.799 
21.800- 26,799 
26.800- 32,799 
32.800- 39,999 
48,700-59,399 
59,400-over 
B_H 
1 
2 2 
2 1 
1 
A 
1 
1 
Number Percent 
1 
4 
3 
1 
1 
1 
11 
9.1% 
36.4% 
27.3% 
9.1% 
9.1% 
9.1% 
100.0% 
TOTAL 
72 
The vast majority of the participants (75.0%) are paid 
out of State funds. The breakdown was: 
Type of funds that 
pay participants' 
salary B H A Number Percent 
State Funds 4 4 1 9 75.0% 
Trust Funds 2 - 1 3 25.0% 
TOTAL 12 100.0% 
The majority of the participants (83.3%) are married, 
live with their spouses and have children. The breakdown 
was: 
Participants' 
marital status B H A Number Percent 
Single 1 _ 1 2 16.7% 
Marrie(^, Spouse, 4 2 1 7 58.3% 
Children 
Separated, Divorced 1 2 - 3 25.0% 
Children 
TOTAL 12 100.0% 
The participants' age ranged from 31-45 years. The 
breakdown by age bracket is presented next: 
Age of Participants B H A Number Percent 
31-35 4 4 33.3% 
36-40 1 3 1 5 41.7% 
41-45 1 1 1 3 25.0% 
TOTAL 12 100.0% 
73 
Participants supervise an average of 15 staff members. 
The range was 76 with two participants reporting not 
supervising anybody. The breakdown is presented next. 
Data revealed that the two minority females holding the 
highest positions also supervised the highest number of 
staff members, averaging 60. 
Staff members supervised 
by participants B H A Number Percent 
00 2 . 2 16.7% 
02 
- 1 1 2 16.7% 
04 1 - - 1 8.3% 
05 
- 1 - 1 8.3% 
06 1 - - 1 8.3% 
08 1 - - 1 8.3% 
10 1 1 - 2 16.7% 
45 
- 1 - 1 8.3% 
76 
- - 1 1 8.3% 
TOTAL 12 100.0% 
The size of the budget that participants handle varies 
enormously with a range of over $3 million. The specifics 
are illustrated next. Data revealed that the two minority 
females holding the highest positions were also responsible 
for handling the highest budgets. 
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Amount of Budget 
Responsible for 
Handling B H A Number Percent 
0000000 
0003000 
0100000 
0150000 
0193073 
0450000 
0480000 
1500000 
3000000 
1 2 
1 
1 
1 
1 
1 
1 
1 
1 
3 
1 
1 
1 
1 
1 
1 
1 
1 
27.3% 
9.1% 
9.1% 
9.1% 
9.1% 
9.1% 
9.1% 
9.1% 
9.1% 
TOTAL 11 100.0% 
In sum, the majority of the participants are Blacks, 
with at least a Master’s degree earned within the field of 
Education or Social Sciences; they have held an entry level 
administrative position for three years, have been working 
at UMass for eight years, earn less than $40,000, are 
married, live with spouse and children; are in their low 
40’s and supervise an average of 14 staff members. 
Participants’ Responses to Questionnaire 
This section will present and discuss the participants 
responses to the 65 questions included in the questionnaire 
We will attempt to present the participants' responses to 
questions concerning their perceptions, feelings and 
opinions about their roles and functions while working at 
the University. 
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The presentation of data will follow an item by item 
format in most instances. When deemed appropriate, items 
will be consolidated. 
Ethnicity and Gender as Assets in Present Position 
When asked if their ethnicity is an asset in their 
present positions most of the participants (58.4%) agreed. 
But participants were divided as to whether or not their 
gender is an asset in their positions. Half of them 
agreed, half of them disagreed. The breakdowns of the 
responses follow: 
Ethnicity is an Asset 
in Position_ Number Percent 
Strongly disagree 
Somewhat disagree 
Agree 
Strongly agree 
1 8.3% 
4 33.3% 
5 41.7% 
2 16.7% 
TOTAL 12 100.0% 
Gender is an Asset 
to Position 
Strongly disagree 
Disagree 
Somewhat disagree 
Agree 
Strongly agree 
Number Percent 
1 8.3% 
2 16.7% 
3 25.0% 
5 41.7% 
^1 8.3% 
12 100.0% TOTAL 
76 
M0clia.nisiDs for Achisving Success 
The vast majority of the participants (83.4%) believe 
women need to be highly aggressive in order to succeed in 
their position and the majority of the participants (58.3%) 
do not believe they must adapt to the norms and values of 
UMass white administrators. In fact, when asked if they 
feel whether they cannot afford to make mistakes at the 
University the vast majority (75%) disagreed). 
The specific responses to these three items follow; 
Women need to be highly 
agressive in order to succeed Number Percent 
Disagree 
Somewhat disagree 
Agree 
Strongly agree 
2 16.7% 
2 16.7% 
5 41.7% 
3 25.0% 
TOTAL 12 100.0% 
Must adapt to the norms and 
values of white administrators 
in order to succeed Number Percent 
Strongly disagree 
Disagree 
Somewhat disagree 
Agree 
1 8.3% 
3 25.0% 
3 25.0% 
5 41.7% 
12 TOTAL 100.0% 
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Cannot afford to make 
mistakes at UMass Number Percent 
Disagree 
Somewhat disagree 
Agree 
2 16.7% 
7 58.3% 
3 25.0% 
TOTAL 12 100.0% 
Job Satisfaction 
The overwhelming majority of the participants (91.6%) 
receive personal satisfaction from their jobs. The specific 
responses were: 
Receive personal satisfaction 
in job_ Number Percent 
Somewhat disagree 1 8.3% 
Agree 7 58.3% 
Strongly agree 4 33.3% 
TOTAL 12 100.0% 
Future of Minority Female Administrators 
The participants do not consider the future of 
minority female administration as an encouraging one. Most 
of the participants (58.3%) do not consider this future in 
the United States encouraging and the vast majority (75%) 
do not consider it encouraging either at the University of 
Massachusetts. The specific responses by respective item 
follow; 
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Future of the female minority 
administrators in USA looks 
encouraging Number Percent 
Strongly disagree 
Disagree 
Somewhat disagree 
Agree 
3 25.0% 
1 8.3% 
3 25.0% 
5 41.7% 
TOTAL 12 100.0% 
Future of female minority 
administrators at UMass 
looks encouraging_ Number Percent 
Strongly disagree 
Disagree 
Somewhat disagree 
Agree 
3 25.0% 
2 16.7% 
4 33.3% 
3 25.0% 
TOTAL 12 100.0% 
Skill Utilization and Sense of Work Completion 
While the majority (66.6%) of the participants feel 
overworked at UMass, they do not believe they are asked 
to do too many things at UMass. At the same time they do 
not believe that their skills are fully utilized at the 
institution. The overwhelming majority of the participants 
(91.7%) perceive themselves as effective administrators. 
The specific responses to these four questions follows: 
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Feel overworked at UMass 
Strongly disagree 
Disagree 
Somewhat disagree 
Agree 
Strongly agree 
TOTAL 
Number 
0 
1 
3 
7 
1 
12 
Percent 
0.0% 
8.3% 
25.0% 
58.3% 
8.3% 
100.0% 
Asked to do too many things 
at UMass 
Strongly disagree 
Disagree 
Somewhat disagree 
Agree 
Strongly agree 
Number 
0 
3 
5 
3 
1 
Percent 
0.0% 
25.0% 
41.7% 
25.0% 
8.3% 
TOTAL 12 100.0% 
Skills fully utilized at 
the institution_ Number Percent 
Strongly disagree 
Disagree 
Somewhat disagree 
Agree 
Strongly agree 
2 
4 
2 
1 
3 
16.7% 
33.3% 
17.7% 
8.3% 
25.0% 
TOTAL 12 100.0% 
Perceive self as effective 
administrator Number Percent 
Some degree 
Great degree 
Very great degree 
TOTAL 
1 8.3% 
9 75.0% 
2 16.7% 
12 100.0% 
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Salary Comparisons 
Table 10 illustrates the level of disagreement of the 
participants with statements dealing with comparisons of 
their salaries and those of other professional staff 
members at the University. These data clearly state that 
the participants do not consider that their salaries are 
comparable to any other group regardless of sex and/or 
ethnic identification. When specifically asked of their 
performance as administrators has been properly rewarded 
58.4% responded that it has not. 
Table 10 
Perceived Salary Comparisons by Ethnicity and Sex 
Participants’ Salary 
comparable to 
White male colleagues 
Minority male colleagues 
White women colleagues 
Minority women colleagues 
Percent of 
Disagreement 
66.6 
70.0 
54.6 
66.6 
Self Perceptions About Roles 
The overwhelming majority of the participants (91.7%) 
believe that they are role models to other minority women 
interested in administration. They strongly believe (75.0%) 
that they are helping to advance the position of minorities 
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at UMass, but overwhelmingly believe that there is not a 
feeling of unity among themselves (91.7%). in fact, the 
vast majority of the participants (75.9%) do not believe 
that the support systems at UMass are effective. The 
specific responses to these items follow; 
Role model to minoirty women 
interested in administration Number Percent 
Somewhat disagree 
Agree 
Strongly agree 
1 8.3% 
8 66.7% 
3 25.0% 
TOTAL 12 100.0% 
Helping to advance position of 
minorities at UMass Number Percent 
Strongly disagree 
Somewhat disagree 
Agree 
Strongly agree 
1 8.3% 
2 16.7% 
6 50.0% 
3 25.0% 
TOTAL 12 100.0% 
Strong feeling of unity among 
female minority administrators at 
UMass 
Strongly disagree 
Disagree 
Somewhat disagree 
Agree 
Strongly agree 
Number Percent 
2 
6 
3 
1 
0 
12 
16.7% 
50.0% 
25.0% 
8.3% 
0.0% 
100.0% TOTAL 
82 
Support system at UMass are 
efTectTvi 
Strongly disagree 
Disagree 
Somewhat disagree 
Agree 
Somewhat agree 
Number Percent 
3 25.0% 
4 33.3% 
2 16.7% 
1 8.3% 
2 16.7% 
TOTAL 
12 100.0% 
Mentoring 
The participants attributed tremendous importance to 
being a mentor to other minorities. All of them expressed 
this importance. However, having a mentor is also important 
to the participants but not to the degree of being one. 
Only 58.3% of the participants agreed with the statement 
when presented as illustrated in the item breakdown that 
follows: 
Having a mentor is important Number Percent 
Disagree 
Somewhat disagree 
Agree 
Strongly agree 
2 16.7% 
3 25.0% 
6 50.0% 
1 8.3% 
TOTAL 12 100.0% 
Hiring Practices at UMass 
The overwhelming majority of the participants (83.3%) 
do not believe that hiring practices at UMass encourage 
minority females into its system, as illustrated in the 
following breakdown: 
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Hiring practices at UMass 
encourage minority womiH" Number Percent 
Strongly disagree 
Disagree 
Somewhat disagree 
Agree 
4 33.3% 
5 41.7% 
1 8.3% 
2 16.7% 
TOTAL 12 100.0% 
While the overwhelming majority of the participants 
(81.8%) believe that hiring practices at UMass have been 
ineffective in attracting more minority female administra¬ 
tors, the majority (54.6%) believe that hiring practices at 
UMass have been ineffective in attracting more minority 
administrators. The specific responses to these questions 
follow: 
Hiring practices at UMass 
attract minority administrators 
Very ineffective 
Ineffective 
Somewhat effective 
TOTAL 
Hiring practices at UMass attract 
minority female administrators 
Very ineffective 
Ineffective 
Somewhat effective 
Number Percent 
1 9.1% 
5 45.5% 
5 45.5% 
11 100.0% 
Number Percent 
2 18.2% 
7 63.6% 
2 18.2% 
11 100.0% TOTAL 
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Furthermore, the vast majority of the participants 
(72.8%) believe that UMass systems have been ineffective 
in retaining minority administrators, females included. 
This is clearly illustrated by the following breakdown: 
UMass systems retain minority 
administrators Number Percent 
Very ineffective 
Ineffective 
Somewhat effective 
4 36.4% 
4 36.4% 
3 27.3% 
TOTAL • 11 100.0% 
UMass systems retain minority 
female administrators Number Percent 
Very ineffective 
Ineffective 
Somewhat effective 
6 54.5% 
2 18.2% 
3 27.3% 
TOTAL 11 100.0% 
Sexism, Racism and Tokenism at UMass 
The overwhelming majority of the participants consider 
that sexism and racism are problems at the University. The 
feeling is stronger concerning racism. When asked how 
frequently they are faced with racism and sexism, the vast 
majority (72.7%) and the majority (63.6%) of the partici¬ 
pants reported being sometimes faced with racism and sexism 
respectively. 
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Regarding tokenism the data showed that the over¬ 
whelming majority of the participants (81.8%) are almost 
never faced with tokenism. 
The specific responses to these questions follow: 
Racism at UMass is a problem Number 
1 
6 
5 
Percent 
8.3% 
50.0% 
41.7% 
Disagree 
Agree 
Strongly agree 
TOTAL 12 100.0% 
Faced with racism? Nu.mber Percent 
27.3% Almost never 3 
Sometimes 8 72.7% 
TOTAL 11 100.0% 
Sexism at UMass is a problem Number Percent 
Strongly disagree 0 0.0% 
Disagree 1 8.3% 
Somewhat disagree 1 8.3% 
Agree 7 58.3% 
Strongly agree 3 25.0% 
TOTAL 12 100.0% 
Faced with sexism? Number Percent 
Never 1 9.1% 
Almost never 3 27.3% 
Sometimes 7 63.6% 
TOTAL 11 100.0% 
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Faced with tokenism? Number Percent 
Never 
Almost never 2 18.2% 
Sometimes 7 63.6% 
Most of times 
TOTAL 
1 
1 
11 
9.1% 
9.1% 
100.0% 
Experienced feelings of 
tokenism on job Number Percent 
Very little degree 5 45.5% 
36.4% 
9.1% 
Little extent 
Some degree 
4 
1 
Very great degree 1 9.1% 
TOTAL 11 100.0% 
Affirmative Action at UMass 
When asked whether Affirmative Action guidelines are 
adhered to at the institution, the overwhelming majority of 
the participants (83.4%) believe that they are not. At the 
same time the vast majority of the participants (72.7%) 
believe that the affirmative action office has been 
effective in serving the cause of minorities at UMass. 
In fact, the vast majority believe that Affirmative Action 
assisted them in obtaining the position they presently 
hold, at least to some degree. 
The specific responses to these questions follows: 
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Affirmative Action guidelines 
followed at UMas¥ 
Strongly disagree 
Disagree 
Somewhat disagree 
Agree 
Number Percent 
2 16.7% 
6 50.0% 
2 16.7% 
2 16.7% 
TOTAL 
12 100.0% 
Action Office serves 
minorities at UMass Number Percent 
Very ineffective 
Ineffective 
Somewhat effective 
Effective 
1 9.1% 
2 18.2% 
7 63.6% 
1 9.1% 
TOTAL 11 100.0% 
Affirmative Action Office assisted 
in obtaining present position Number Percent 
Very little degree 
Little extent 
Some degree 
Great degree 
Very great degree 
2 16.7% 
1 8.3% 
4 33.3% 
2 16.7% 
3 25.0% 
TOTAL 12 100.0% 
While the majority of the participants (58.3%) do not 
need to constantly remember that they are minority female 
administrators, they reported that they need to prove them¬ 
selves to others in terms of professional capability. At 
the same time, the vast majority of the participants 
(75.1%) do not believe that their job description 
realistically describes what they do in their positions, 
even though that they had an accurate idea of what their 
S8 
functions would be when they were hired. The breakdowns 
that follow provide the specific responses to the questions. 
Need to constantly remember 
being a minority female 
administrator Number Percent 
Strongly disagree 
Disagree 
Somewhat disagree 
Agree 
1 8.3% 
5 41.7% 
1 8.3% 
5 41.7% 
TOTAL 12 100.0% 
Need to prove self to others 
in terms of professional capability Number Percent 
Strongly disagree 
Disagree 
Somewhat disagree 
Agree 
Somewhat agree 
1 8.3% 
3 25.0% 
1 8.3% 
5 41.7% 
2 16.7% 
TOTAL 12 100.0% 
Job description realistically 
describes position Number Percent 
Strongly disagree 
Disagree 
Somewhat disagree 
Agree 
Strongly agree 
2 
2 
5 
2 
1 
12 
16.7% 
16.7% 
41.7% 
16.7% 
8.3% 
100.0% TOTAL 
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When hired had accurate idea 
of functions 
Number Percent 
Strongly disagree 
Somewhat disagree 
Agree 
Strongly agree 
2 16.7% 
3 25.0% 
4 33.3% 
3 25.0% 
TOTAL 
12 100.0% 
Perceptions About Working Climate at UMass 
Even though that only half of the participants believe 
that people are resentful of their presence at UMass, the 
overwhelming majority (83.4%) perceive conflict in working 
relationships with white administrators. All of the 
participants believe that white colleagues find it difficult 
to deal with minorities. The perception of conflict in 
working relationships does not pertain only when relating 
to white administrators. The vast majority of the 
participants (66.7%) also perceive conflict in working 
relationships with other minority administrators. 
While most participants have experienced feelings of 
deception only half of them have experienced feelings of 
insincere efforts on their jobs. However, most partici¬ 
pants do not feel isolated and rely on their colleagues for 
advice. 
The specific responses to all these questions 
follow; 
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Conflict in working relationships 
with white administrators 
Almost never 
Sometimes 
Most of times 
TOTAL 
Number Percent 
2 16.7% 
8 66.7% 
2 16.7% 
12 100.0% 
Conflict in working relationships 
with other minority administrators Number Percent 
Never 
Almost never 
Sometimes 
3 25.0% 
1 8.3% 
8 66.7% 
TOTAL 12 100.0% 
Experienced feelings of 
deception on job Number Percent 
Very little degree 
Little extent 
Some degree 
Great degree 
1 8.3% 
4 33.3% 
5 41.7% 
2 16.7% 
TOTAL 12 100.0% 
Experienced feelings of 
insincere efforts on job Number Percent 
Very little degree 
Little extent 
Some degree 
4 33.3% 
2 16.7% 
6 50.0% 
TOTAL 12 100.0% 
Feel isolated in present 
environment Number Percent 
Very little degree 
Little extent 
Some degree 
4 33.3% 
5 41.7% 
3 25.0% 
12 100.0% TOTAL 
91 
Can rely on colleagues for 
advice 
Number Percent 
Very little degree 
Some degree 1 8.3% 
Great degree 3 25.0% 
Very great degree 5 3 
41.7% 
25.0% 
TOTAL 
IZ 100.0% 
Table 11 illustrates the frequency of equal treatment 
received by minority staff members at UMass according to 
the participants. The data revealed that the equal treat¬ 
ment comes more often from fellow minority administrators. 
Also the overwhelming majority of the participants (91.6%) 
believe that white staff members are treated equally by 
n^iiio^ity administrators, at least sometimes. The break¬ 
down follows: 
White staff treated equally by 
minority administrators Number Percent 
Never 1 8.3% 
Sometimes 4 33.3% 
Most of times 7 58.3% 
12 100.0% TOTAL 
92 
Table 11 
Frequency of Equal Treatment Received by Minorities 
Equal Treatment Received by: Percent of Frequency 
__ (Sometimes-Most Times) 
Other administrators 
White administrators 
Other minority administrators 
66.6% 
66.6% 
83.4% 
Supervisory Relationships of Participants 
Supervisory relationships of particiapnts seem to be 
very productive and positive ones. The vast majority of 
the participants (83.4%) believe their supervisors articulate 
their expectations to them at least most of the time. All 
of the participants believe that their recommendations to 
their supervisor(s) are accepted; and none of the partici¬ 
pants reported having problems communicating with their 
supervisors. Furthermore the majority of the participants 
expressed that their supervisors do not seem to be con¬ 
cerned with their (participants') ability to deal with 
minorities. The specific responses to these questions are 
presented next. 
Supervisor articulates expectations Number Percent 
Sometimes 
Most of times 
Always 
2 16.7% 
8 66.7% 
2 16.7% 
TOTAL 12 100.0% 
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Rscoinmsnds.'tions to supervisors 
accepted 
Most of times 
Always 
Number Percent 
7 58.3% 
5 41.7% 
TOTAL 
12 100.0% 
Problems communicating with 
supervisor Number Percent 
Never 
Almost never 6 50.0% 6 50.0% 
TOTAL 12 100.0% 
Supervisor concerned with 
participants' abilities to 
deal with minorities 
Very little degree 
Little extent 
Some degree 
Very great degree 
TOTAL 
Number 
6 
2 
1 
3 
12 
Percent 
50.0% 
16.7% 
8.3% 
25.0% 
100.0% 
The overwhelming majority of the participants (91.6%) 
receive support from their superiors to at least great 
degree. They also reported receiving support from their 
subordinates, but to a lesser degree (63.7%). Furthermore 
the vast majority of the participants (91.7%) believe that 
they are encouraged to excel professionally. 
The specific responses to these questions are presented 
next. 
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Receive support from superior(s) 
Some degree 
Great degree 
Very great degree 
TOTAL 
Receive support from subordinates 
Some degree 
Great degree 
Very great degree 
TOTAL 
Encouraged to excel professionally 
Some degree 
Great degree 
Very great degree 
TOTAL 
Number Percent 
1 8.3% 
4 33.3% 
7 58.3% 
12 100.0% 
Number Percent 
4 36.4% 
3 27.3% 
4 36.4% 
11 100.0% 
Number Percent 
1 8.3% 
5 41.7% 
6 50.0% 
12 100.0% 
Concerning leadership sytles, most participants (58.3%) 
believe that their style changes to some degree when dealing 
with minority subordinates. The style also changes to some 
degree when dealing with white subordinates. Thus, 
ethnicity of supervisee does not seem to influence the 
change in leadership style drastically. 
The responses follow: 
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Leadership style changes when 
dealing with minorities 
Very little degree 
Little extent 
Some degree 
Great degree 
Very great degree 
Number Percent 
4 33.3% 
1 8.3% 
5 41.7% 
1 8.3% 
1 8.3% 
TOTAL 
12 100.0% 
Leadership style changes when 
c^ealing with whites Number Percent 
Very little degree 
Little extent 
Some degree 
Great degree 
Very great degree 
4 33.3% 
2 16.7% 
5 41.7% 
1 8.3% 
0 0.0% 
TOTAL 12 100.0% 
Power, Autonomy and Decision Making of Participants 
The overwhelming majority of the participants (83.4%) 
believe that they have autonomy in their present positions 
and that they are allowed to directly participate in the 
decision making processes of the University of 
Massachusetts. However they were evenly divided as to the 
degree of power that they can exert at the institution. 
The specific responses to these questions follow: 
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Autonomy in present position Number Percent 
Some degree 2 16.7% 
58.3% 
25.0% 
Great degree 7 
Very great degree 3 
TOTAL 12 100.0% 
Directly participate in decision 
making at UMass Number Percent 
Never 1 8.3% 
Almost never 1 8.3% 
Sometimes 2 16.7% 
Most of times 8 66.7% 
TOTAL 12 100.0% 
Can exert power at UMass Number Percent 
Very little degree 3 25.0% 
Little extent 3 25.0% 
Some degree 3 25.0% 
Great degree 3 25.0% 
TOTAL 12 100.0% 
Responses to Interview Questions 
What follows is a condensed version of the responses 
to the 26 questions asked during the interviews completed 
with the participants. Minor editing was made in order to 
maintain the participants' anonymity. The responses from 
participants are presented in the same order each time. 
Response a, for example, will always involve the same 
participant. Participants, a, b, c, d, e, k, 1^, and m are 
Black; participants g, h and n and Hispanics and 
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participants i and j are Asian. The responses are presented 
in the following section. They are presented on a question 
by question format. 
Question 1 — How did you acquire your present position? 
Most of the participants got to their positions by 
competing. Some were promoted from within and others got 
the position through reorganization of their units. 
a — I was appointed. 
b — In 1982 Housing Services was re-organized. I 
applied for this position, since they were going 
to hire from within the existing personnel. 
c — I took a leave of absence from the position I had 
and applied for this one. 
d — I read in the paper about the availability of 
this job. I examined all of my resources, went 
to be interviewed. I was their number one choice. 
e — The office I worked for was decentralized. I 
came with the office. 
f — I started as a student worker and worked my way 
up. 
g -- There was a vacancy for this position and I 
applied. There was no search. 
h — I was promoted. This is a discretionary position. 
I had the competence and was hired. 
i — This office was taken out of the Provost's unit 
in order to have access to grade records. The 
person from the position had to be a faculty 
member. My name came up. I was hired for a half¬ 
time position. 
j — I was already in the university and I was promoted. 
When I first came to this institution eight years 
ago it was due to a national Affirmative Action 
search. 
k — I was recruited for it. I was asked to develop 
the program and it's been very successful. 
1 — Through a search process six years ago. 
m — I started as a student working in this area 
several years ago. The position was created and 
I got it. 
n -- By competing through a search. It was very 
fierce competition. 
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Question 2 — How challenging is your position? 
Almost all of the participants find their position 
very challenging. Two reported that the position used to 
be more challenging than what they are now. 
a — It is challenging, especially interpersonal 
relations among faculty and developing the 
department. 
b — It's been challenging. I've had four titles in 
four years. I've been able to "create" my 
position. I have staff, others don't. 
c — Very. 
d — Extremely challenging! We wear many hats! 
e — Now it's not that challenging. I'm tired of it. 
I stayed because of insurance and child care. 
It's not a challenge because I can't change any¬ 
body 's mind. 
f — Very. 
g — It's challenging, yes. It's quite interesting. 
h — Very challenging. 
i — My job is the ideal job. I can create whatever 
I want. It's very challenging. 
j — Very challenging. 
k — It's a struggle in that they hire you with a 
hidden agenda. 
1 — Very, never dull. 
m — It used to be very challenging, but not anymore... 
n — Very challenging! 
Question 3 — Were the degrees you earned a requirement for 
the position you presently hold? 
The majority expressed that their degrees were 
required for their position but also feel over-qualified, 
a — Yes. 
b — Yes, the Master's, 
c — Yes, the terminal degree. 
d — No, I have a M.Ed. and one could come in with a 
B.A. 
e -- No. 
f — No. 
g — Yes. 
h — Yes, a Master's degree. 
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Yes primarily because one had to be a faculty 
member. o-v^uj-uy 
No. 
I don't know. I think I am over-qualified for 
the position. 
Yes, but my major in my Master's is different At 
least the B.A., yes. 
I have an Ed.D. and the position only requires a 
Master's. 
No. 
Question 4 — Have any of the degrees had an effect on your 
effectiveness as an administrator? 
Almost all of the participants feel that their degrees 
had an effect on their effectiveness as administrators. 
a — Well, if I didn't have them...yes! 
b — My psychology degree, yes. Especially, the 
student development theory and the counselling 
skills. 
c — Not directly, only the writing skills, 
d — Yes, the counselling helped me. Also the 
administration and management program, 
e — No, but I did have a lot of counselling, 
(marriage, personal) so that has helped, 
f — Yes. 
g — The business degree helps, 
h — The last one, yes (M.Ed.). 
i — Yes, because I was a faculty member, 
j — Yes, the Ph.D. particiularly has been very help¬ 
ful. It helps with my interaction with the 
faculty. 
k — I don't know. 
1 — Yes. 
m — Yes, all of them, 
n — Not really. 
Question 5 — How have the management theories you learned 
assisted your effectiveness as a minority female 
administrator? 
Most participants do not feel that management theories 
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assisted their effectiveness as an administrator. Most 
reported not knowing about any such theory. Others feel 
they help but not as much as common sense, knowing the 
rules, etcetera. 
a 
b 
c 
d 
e 
f 
g 
h 
i 
J 
k 
1 
m 
n 
I do not know any, so, no effect. 
Cross-cultural aspects have been applied to 
management theory. 
Does not apply in my case (didn't learn why). 
My practical experience would proceed the theory 
I learned. 
I don't have any management training. 
Doesn't apply. I do not have any training. 
It hasn't done any difference. 
They haven't really had an effect. You have to 
forget about them, especially when dealing with 
a minority population. 
Management theories are common sense. I learned 
them culturally. Being Asian has been an asset 
to an administrator. The Asian culture does not 
blame anyone. 
Didn't have any before coming here. After 
learning them, they had no effect. 
They are written for white folks. Have no 
relevance to the real world. I function with the 
rules of the game that change constantly. 
The theories, such as Mazel's hierarchy helped 
the most and others, did help me in order to get 
a better understanding of things. 
All the theories have been helpful, but what has 
helped the most has been plain common sense. 
Some, but not much. 
Question 6 — How adequate was your training in terms of the 
position you currently hold? 
Half of the participants did not receive any training 
for their current jobs. Most receive on-the-job training 
and feel that such training was adequate and/or helpful. 
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a — My training was on the job! 
b — Most of it was applicable. This job reflects mv 
personality. 
c It was acquired through experience in teaching 
d — No training... 
e — I had no training... 
f -- On the job training... 
g — Adequate. 
h — I didn't need any and didn't receive any. 
i — Very adequate! 
j — Didn't have any 
k — I am over-trained. I've had to train many of my 
bosses. 
1 — In terms of the basics, they didn't adequately 
train me. I had on-site training. This is a 
special job, there is really no way one could be 
trained for this. Hearing my colleague's ex¬ 
perience was most helpful. 
m — I would say adequate, since I have put a lot of 
my own practical experience into it. 
m — Not too adequate. There is no real way of doing 
it (train somebody for this job). 
Question 7 -- How would you rate the skills you developed 
in school versus the skills you developed on the job? 
Most participants feel that the skills developed on 
the job are more important than the ones developed at 
school. Some feel they are both equally important. 
a — They are irrelevant, (the ones developed in 
school). 
b — Equally, they both work together. 
c — Both equally important. 
d — I use more of my practical experience. The 
theoretical skills are good, but the ones 
developed on the job are more important. 
e — I didn't develop many skills in school, only 
analytical skills. So, I would say the ones 
developed on the job. 
f — I don't know. 
g -- The skills I learned on the job I rate much 
higher. 
h — The ones on the job I rate much higher. 
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i The on the job training is more important' 
j — Equally important. In school you learn discipline 
skills, time management, oral and written skills. 
But people-related skills you learn on the job 
k — You don't learn this stuff in school, everything 
I've learned I have on the job. 
1 The skills in school helped me for the skills on 
^he job. Just speaking with my colleagues was 
the most helpful. I got from them what I needed 
(colleagues). 
m — Both are about equally important. 
n — Half and half, but not at this current job. Prior 
to this job. 
Question 8 — How involved are you in the decision making 
processes at the institution? (i.e., hiring, firing, 
budgetary matters) 
Almost all of the participants feel very involved in 
the decision making processes at the institution. Only two 
reported not being very involved. 
a — In the department I am involved in all of these. 
b — I hire my staff and others. I can fire my 
people, so I am involved, yes. 
c — I have no direct relationship with any of these 
because of the special position I have. Prior 
to this experience, yes. 
d — Right on target! 
e — We have a team approach. We both decide. The 
only hiring/firing we can do is with students. 
f — Hiring, pretty much. Firing, if I had to. 
Budget, no. 
g — Involved in all. 
h — Very involved in all areas. 
i — I have decision making power in the hiring and 
firing. Concerning budgetary matters I can ask 
and I can decide how to spend the money allocated 
to me. 
j — Very at all levels. 
k — I hire and fire my staff. With regards to budget, 
I've never been on the committee that decides. 
1 — Involved in a very minimal degree. 
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m 
n 
If by institution you mean, this working 
would say very involved. 
Very and consistently in all three. 
area, I 
Question 9 — How response are you for developing policies? 
Almost all of the participants feel very responsible 
for developing policies. Only two reported not feeling 
responsible for that. 
a — Not very much, 
b — Very. 
c — Directly involved in academic policies, 
d — I have input in terms of the process, but no, I'm 
not responsible. 
e — Initially I wrote the search procedures! 
f — A little bit. 
g — I am very responsible for office policies, 
(student, clerical staff) 
h — Very responsible, especially in the advising area, 
i — In many ways, very responsible, 
j — Very, within my own unit, 
k — To some extent. Others make them. 
1 — As it relates to the area I'm working at, we work 
as a team. We all share equal responsibility for 
developing everything. 
m — Within my working area, somewhat responsible, 
n — To some extent university wide. To a great extent 
for my programs. 
Question 10 — How responsible are you for implementing 
policies? 
All of the participants feel very responsible for 
implementing policy. 
a — Very responsible, 
b — I am. 
c — Academic policies, yes. 
d — In terms of placement, none, 
e — Total responsibility, 
f — A little bit. 
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g 
h 
i 
j 
k 
1 
ra 
n 
Very involved. 
Very responsible. 
Very much so, often I develop them. 
Very, within my unit. 
I am responsible for everything, but have no 
power. 
Once policies have been approved by my superiors 
It’s my responsibility to implement them. 
Again, here, very responsible. 
Oh! Very, the university depends on that. 
Implement and enforce! 
Question 11 — Have you implemented any changes within your 
educational institution since your tenure in your present 
position? 
Questions 11 and 12, most of the participants have 
implemented changes within the institution since their 
tenure in their present positions. They also feel that the 
changes were important particularly for their units, 
a — Yes. 
b — Yes, I developed a program which examines human 
oppression. 
c — Within the realm of academic, clarifying policies, 
d — Very many... 
e — By myself, no. 
f — Yes. 
g — With my exmployees, yes. Dress code, hours, etc. 
h — Yes, but not many, 
i — Yes. 
j — Yes. I have made structural organizational 
changes. 
k — Yes. 
1 — I couldn't answer, because of our team approach, 
m — I like to think so, yes. 
n — Some but not many. 
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Question 12 — How important these changes were? 
^ They dealt with organization of the department. 
They were important. 
Very! It was needed, specially to train on-coming 
staff in this area. 
c — Yes, they were important, depending on who they 
affected. 
d — Not real important. 
e — Doesn't apply, 
f — Very! 
g — Very... 
h — Very important, considering the nature of the 
change. 
i — The program has been very successful, so very 
successful. 
j — Very, in terms of providing another service to 
people and within my own. 
k — Very. 
1 — Couldn't answer. 
m — To me, very important. 
n — For my units, very. For the institution, not so 
important. 
Question 13 — How would you describe your relationship with 
your superior(s)? 
Relationships with supervisors were generally described 
as very good, excellent by the great majority of the 
participants. Some described the relationships as cordial 
and/or decent. There was only one exception. 
a — Very good, 
b — Decent relationships, 
e -- I would say cordial, functional, 
d — Very good, 
e — We're friends, 
f — Good, 
g — Excellent, 
h — Good. 
i — Really good, they'll go along with anything I 
suggest. 
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3 
k 
1 
m 
n 
With my only two supervisors, good. 
I have a lawsuit on civil defense,’would that 
describe it? 
Very good. 
Extremely good! We're personal friends. 
Very cordial, very good. 
Question 14 — How would you describe your relationship with 
your subordinate(s)? 
Relationships with subordinates were generally 
described as very good, superb by the great majority of the 
participants. Some expressed variation according to the 
kind of workers they are dealing with. 
a — Very good, 
b — It's fine. 
c — Good. 
d — Very good, 
e — We're friends, 
f — Good, 
g — Terrific! 
h — Good. 
i — It's been interesting. I have two black males 
working for me. I expect them to work as hard as 
I do. 
j — Those who perform well and are good workers I get 
along with. With those who are not performing 
well the relationship is strained, 
k — Superb! Support from staff has been great. 
1 — Very good, 
m -- Good! 
n — It varies from program to program. With some 
programs it's very good, with others no so. 
Question 15 — Can you elaborate on internal or external 
forces which can or have hindered your effectiveness as a 
minority administrator? 
Forces identified as possible hinderances to the 
participants' effectiveness were; culture shock, placement. 
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administrative structure, lack of rewards, budget decisions. 
Most participants could not mention any. 
a — No, nothing. How effective I was on the job 
depends on my management skills. 
^ The culture shock". The whole manner in which I 
look at life is foreign to most people. It's hard 
to network if they are not women of color, 
c — Can't think of any. 
d — I'm all set with internal forces. Concerning 
external forces, there are areas that I haven't 
touched. I don't see placement as being helpful 
when we interact. 
e — No. 
f — No. 
g — No, can't think of any. I'm naive concerning 
racism and sexism. 
h — There's one particular internal aspect, a personal 
aspect that I don't want to explain or talk about, 
i — I have been very effective, so I haven't had many 
problems. I would say Graduate Program Directors. 
I end up educating them concerning what minorities 
are and differences among them, 
j — Nothing, there haven't been any. 
k — Internal forces! The administrative structure 
does not allow for movement. That hinders 
effectiveness. There is no reward for good work, 
but there is for mediocrity. There is no job 
security, no participation on decision-making 
for the mainsteam population. There is no 
ligitimate grievance route. 
1 — It depends on the person I'm interacting with and 
how they look at me. I have not felt directly 
anything that has hindered my effectiveness, 
m — I can't think of any right at this moment! 
n — External, the budget decisions that are made 
very far from my programs, but that have 
devastating impact sometimes. 
Question 16 — Has there been a time that you have felt 
totally inadequate for the position you presently hold? If 
so, how did you deal with the feeling? 
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Very few of the participants have felt totally 
inadequate in their positions. Those who have, just cried 
or talked about it with friends or colleagues in order to 
deal with the feeling. 
a — No, but I’ve felt overwhelmed, 
b — At the very beginning yes, because I didn't know 
what I was supposed to do. I just went home and 
cried, 
c — No. 
d — No. 
e — No. 
f — No. 
g — I belittle myself. I put barriers for myself. 
I thought this position was a great deal before I 
started. After I was in the position I knew I 
could handle it. 
h — Yes! I just took a little time off and talked 
about it with others. I've felt overwhelmed 
because of too much work, too many responsibilites. 
i — No. 
j — Yes, when I was first promoted I was very in¬ 
secure. Specially, given the unit, because the 
people under me knew more about the place than me. 
k — No. 
1 — In the beginning. What I can to learn by 
speaking with colleagues and going to conferences, 
is that the problems I was encountering weren't 
nearly as volatile as compared to theirs, 
m -- No, never! 
n — No. 
Question 17 — As a minority female administrator do you 
feel accepted by your white counterparts? 
Most participants feel accepted by their white counter¬ 
parts. Some expressed doubts, others do not feel accepted 
and some yet qualified their response. 
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a I never try to look for acceptance. I am 
oblivious to their feelings. But I feel accepted, 
b — They either really accept me or they do not. 
c — Depending on your definition of accepted, 
d — No. 
e Yes and no. Depending on what department. There 
is some elitism if you don't hold a terminal 
degree. They have a pre-conceived idea of what I 
represent. 
f — Yes. 
g — Yes. 
h — I don't care. No, I don't feel accepted, 
i — Yes, it's taken a while...I first had problems 
with white female classified staff, 
j — I have to qualify that! By some yes, but others 
no. There is less problems with white females. 
If there is a problem, it is with white males, 
k — No and I don't expect to be. I feel used maybe, 
but not accepted. 
1 — Yes. 
m — Yes, but I don't look for approval, I just do my 
job. 
n — By most, yes. 
Question 18 — By your minority counterparts? 
Most of the participants feel accepted by their 
minority counterparts. Some do not feel accepted, others 
qualified their response, and some do not have minority 
counterparts at their offices. 
a — Not at all. 
b — Pretty much, 
c — Yes. 
d — Yes. 
e — I have no minority counterparts here in this 
office. 
f -- Yes. 
g -- I have a good working relationship, but there is 
a lot of jealousy. The interchange is not what 
it should be. 
h — So , so . 
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I - Yes, but I've had different problems with them 
concerning the different ethnic groups, 
j I have no minority counterparts! 
k No more than in any other setting: 
1 — Yes. 
m — Of course 1 
n — By most, yes. 
Question 19 — What skills are the most essential to 
surviving as a minority female administrator at UMass? 
The skills most essential to surviving as a minority 
female administrator were as diverse as respondents. These 
include networking, hard work, understanding the politics 
involved, have good self esteem, tactfulness, good writing 
skills, negotiation, budgeting, planning skills and group 
dynamics. 
a — Don't be blinded by your blackness,, uptight with 
your minority status. Concentrate on getting the 
job done. 
b — Find a lot of things to do in your spare time. 
Network with other women. 
c — Not getting logged into a specific kind of job 
or "minority jobs". Understand the political 
structure. Broaden your participation in as many 
areas as possible. Make clear your personal 
ethics. 
d — Have a good knowledge of who you are. You can be 
broken down if you don't have self-esteem. 
e — Minding your own business. Up here is very 
political. I haven't advanced in this job because 
I haven't gotten involved in the political end. 
f — Patience, endurance and good self-image. 
g — Have tact. Carry your weight and have a good 
working communication. 
h — To survive here you have to put yourself in the 
same position as them (whites). 
i — Being able to write well. Justify with data the 
success of your program. 
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j Competence and hard work, flexibility. In any 
senior position you need to learn to be a team 
player. It doesn’t mean you can't make mistakes 
If you fail, you go on. 
^ Have a sense of self. A real sense of who the 
hell you are. Have a set of goals and objectives. 
1 The fine art of negotiation. Because of 
institutional discrimination there are levels of 
sensitivity. Never forget who we^are, where we 
came from. We must help our peers to succeed. We 
have to take steps so that the roads that were 
closed before, never be closed again. Women can 
help one another. We're now coming together. 
m Have nerves of steel and know where the "power 
supply" is. 
n — Budgeting, planning, general planning skills, 
communication skills, particularly in writing and 
group dynamics. 
Question 20 -- What strategies have helped you the most to 
cope with administrative problems? 
Strategies most helpful to cope with administrative 
problems included good recordkeeping, meeting deadlines, 
networking, good relationship with superior, listening 
skills, not to react right away, patience, honesty, and 
directness. 
a — Good record keeping and meeting deadlines, 
b — Find a lot of things to do in your spare time. 
Network with other women. 
c — Having a network you can depend on, that isn't 
based on gender or ethnic background, 
d — Being very analytical and having patience, 
e — To be considered mediocre, as a black woman, you 
have to work better than everyone. Do your 
homework and get your facts straight, 
f — I haven't had any. 
g — Having a good working relationship with my 
superiors. 
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h Let people talk, listen, and then turn things 
back. I’m pro-student and when the administration 
turns against them I have to be neutral, 
i ~~ sit back from it and not react right away. 
J — Taking problems home and sleeping on them. Think¬ 
ing before I speak. Getting others to come up 
with solutions, instead of thinking, 
k — What has helped? My vast experience, training, 
my experience in Washington, D.C. Being black* 
you develop a lot of survival techniques. 
1 — Patience, because a school this size does not move 
quickly. Snap decisions will find you in a 
distinct disadvantage. Remain calm! 
m — I just follow my instincts and eat out that night! 
n — To be honest and direct. To know what the policy 
is and to seek support from significant others. 
Question 21 — What aspects of administration take the 
largest amount of your time? 
The aspects of administration taking the largest 
amount of time were: paperwork, report writing, meetings, 
supervision, budget, meeting deadlines, personnel matters. 
a — Report-writing and personnel work, 
b — Meetings and supervision, 
c — Student contact. 
d — The number one is counselling, then developing 
programs. 
e — Searches and grievances. Searches take the 
longest time, 
f — Paper work. 
g — Budget control and reports, 
h — Counselling and supervising counselors, 
i — Going to meetings. 
j — Troublesome problems. People-related aspects, 
k — Putting out brush fires made by administration. 
1 — Paper work, mountains of paper work for each 
project we do. It doesn't give you an opportunity 
to grow in your field and doesn't allow good 
student contact. 
m — Meeting deadlines and meetings, 
n — Personnel matters and budget and meetings. 
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Question 22 — What Is your advice lor minority women who 
want to get into administration? 
Questions 22 and 23, advice for minority women who want 
to get into administration include: realization of what you 
have to compete with, that it is not easy; understanding 
the environment; not making assumptions; getting a solid 
education; getting as many skills as possible; getting into 
an area not targeted for minorities; become an expert in a 
given area; and not to get into it. 
The advice holds true for most institutions and it is 
not restricted to the University of Massachusetts. 
a — Realize what you have to compete with, that it's 
not going to be easy. Remember the old-boy 
network. Seek the source of power and direct 
your energies to it, as opposed to establish 
yourself with the affiliate group. Try to deal 
with most situations as objectively as you can. 
Be careful of appearing differently. Be an 
independent thinker. 
b — Realize it's not easy. It is wee worth your 
while to be role models. When you want advice, 
you might not find it. 
c — Understand your environment; develop written and 
oral skills; capitalize upon staff development; 
acknowledge when you've outgrown your present 
position, it's then time to move on; not making 
assumptions, just because of ethnicity doesn't 
mean you will get support from them; you'll be at 
an adversarial position with other minorities. 
d — Select an area they are attracted to. It'll be 
good if they could get to talk to someone. 
e — Not to! To be straight-forward, know what you 
want to do, know what your skills are. Don't 
get caught up in the game. We are our worst 
enemies. Don't compare yourself to others. 
f — Get a good education and a good support group. 
Never give up! 
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g 
h 
i 
j 
k 
1 
m 
n 
Get all the skills you can in the field that you 
want, so you can compete with everybody else. Get 
into the system and them change it. 
I would say, don't deal with that area here. 
Go into an area that's not targeted towards 
minorities. 
Achieve mastery in a particular area. Be able to 
see beyond what you do. Get a sense of what the 
big picture is. You can’t control every last 
detail. Master an area and learn to delegate 
Make your accomplishments known. 
Understand your motivation and your goals and 
weigh that against how much time you are willing 
to give. ^ 
Take as many courses as you can in organizational 
behavior and development as well as in management. 
It would help to take some psychology and 
sociology courses. 
— They need to study hard. Become an "expert” in 
your area. I would then say, be prepared to face 
problems. 
Not to do it. It's not worth it. 
Question 23 — Is this advice true for most institutions 
or is it solely for UMass? 
a — True in general, 
b — Yes, for most. 
c — Yes, for all. 
d — Yes. 
e — Yes, for most, 
f — Yes. 
g — Yes, depending on where you go, I believe so. 
h — For most. 
i — Most institutions, and UMass is better than some, 
j — For all organizations, not just educational, 
k — More so for predominantly white institutions. 
1 — For most institutions. 
m — Not only for UMass, but for all. 
n — For all! UMass is not worse than others. 
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Question 24 — In your opinion, do you feel minority male 
administrators assist or hinder your success as a pro¬ 
fessional minority administrator at UMass? 
Most participants feel that minority male administrators 
hinder their success as a professional minority female 
administrator at the University of Massachusetts. Some 
feel they have assisted. Others qualified their responses. 
a — In my situation, assisted. 
b — Because of racism, they have not been a good 
selection. Hindered. 
c — People can hinder, gender or ethnicity don't 
affect. It can affect the way in which it can 
manifest itself. 
d — Good question! Some would assist. I don't think 
they hinder. The majority are not concerned with 
our growth. 
e — Depends on the individual. Some men do hinder. 
They have us all fighting: Asians competing with 
Blacks, Hispanic with Blacks... 
f — Assisted. There aren't many of us around, 
g — Chauvinism and sexism comes through more than with 
white men, so this hinders, 
h — They hinder the success. The fact that they are 
male... they'11 try to get on top of us. 
i — Depends on the minority male administrator. They 
don't always understand that you are a woman and 
a minority. 
j — Either, have no effect, 
k — It has nothing to do with it. 
1 — I wouldn't say hinder ninety-eight percent of the 
time. I could say assist. I wouldn't discount 
their sexist behavior. 
m — Most of them assist, although I don't think they 
make much of a difference, 
n — Hinder a lot, every day. 
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Question 25 — What are your thoughts and feelings 
regarding affirmative action and quotas? 
Most of the participants feel that the concept of 
action is important and they support it. There 
is a strong feeling that at the University of Massachusetts 
the concept has not worked that well. Some participants 
expressed dissatisfaction with the concept and with the 
implementation of affirmative action at the University of 
Massachusetts. The same happened with the concept of 
quotas; the participants were divided. 
a — I have a strong belief and support for A.A. 
b — Affirmative Action has not worked well. They 
haven’t done a good job at recruiting good people. 
It hasn't worked because of the atmosphere is not 
conducive for it. 
c — It's an important issue. Yes, we should have them. 
It hasn't been used well. It's been manipulated. 
Damned if you do, damned if you don't. Affirma¬ 
tive Action offices have to be autonomous. 
Quotas, explicit quotas are against the law. 
d — I like the idea, the original concept, for the 
promotion of minorities. I have never had a 
problem with quotas, because for such a long time 
we have been under represented. This balances out 
our society. 
e — I don't believe in quotas. Affirmative Action are 
goals and objectives. I do believe in the essence 
and meaning. We need to educate people rather than 
force them. 
f — Affirmative Action should exist. Quotas are 
detriment to us. They cause resentment... 
g — I believe in Affirmative Action and quotas. We 
should be represented more. It's helped me. 
h — What Affirmative Action? We don't have Affirmative 
Action here. It's not for us Hispanics! I do 
believe in it if it were to be implemented right, 
i — It's necessary! Without Affirmative Action we 
wouldn't had the gains we'be had. 
117 
J — I 11 have to agree with it in the broadest sense 
I am here because of it, I wouldn't be here...Its 
existence depends on the institution's good'will 
I don't believe in quotas. 
^ ® ridiculous! It's being financed by the 
people you want to change. It ought to be 
supported by the people. Quotas have always been 
in. They're not new. Zero is a quota. 
1 — If the society was different we wouldn't need 
Affirmative Action or quotas. I believe Affirma¬ 
tive Action and quotas are critical as a tool to 
fight oppression! 
— I strongly believe in Affirmative Action. Quotas? 
I have some problems with them... 
n — Both are jokes in very poor taste, at least at 
UMass. 
Question 26 — If you could make substantial changes to 
improve the situation of minority female administrators at 
UMass which would the top five be? 
Substantial changes to improve the situation of minority 
female administrators at UMass advanced by the participants 
include: 
a — Office size and space; that female administrators 
get together once or twice a year as a caucus; 
have more of us; that salaries be comparable to 
other colleagues; have better relationships 
between faculty and the Women's Center, 
b — Hire more, specially Asian and American Indian; 
form support groups. Find ways to help others 
deal with us; put us in responsible positions; find 
more things to make life easier for us. 
c — Hire more. There is security in numbers; have 
mobility options and opportunities; give us more 
opportunity to acquire skills that will enable us 
to move up; gaining credibility in the academic 
arena. Do more research, etc.; can't think of 
anything else. 
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d — I'd like to see them on the first level and second 
level in the administrative level; I'd like to see 
more; see the position of the late Thelma Griffith 
with a Black or minority female; see more of us 
teaching other minorities; I would change hiring 
practices, personnel procedures. 
e — Keep the minorities they recruit. We're a great 
training place; people should be judged equally 
and well once they are recruited; we don't know 
how to say no, so I'd like us as a people to learn; 
we don't know how to negotiate. We were never 
taught these skills; there isn't a cohesive Black 
community here. If you are in a position of 
power, they'll be your friend. If they ask you a 
favor and you can't comply... 
f — Review the entire Affirmative Action procedure; 
monitor hiring practices; do fewer waives of 
searches; watch the people doing the hiring; pro¬ 
mote people from across campus. Have more training 
for us. 
g — Encourage the recruitment of more minority females 
into new jobs; some positions should be targeted 
for minority females; salary wise things should be 
better; I can't think of other changes. 
h -- They need to fix and have a real Affirmative Action 
process; start to look into the areas minority 
women are succeeding in and open jobs for them 
there; we should have more teaching positions for 
minority women; fire some white persons that hinder 
our success; bring more! Especially into budgeting 
and finance and public relations. Please not 
tQkens1 
i -- We need an Affirmative Action Office that really 
has power to look at searches and has the power to 
stop them; provide for minority males/females an 
internship program to develop administrative 
skills; have more minority females at the top level 
administration on campus; we get caught up into 
too many cross-purposes. We've never dealt to 
help them because we are in an oppressive society. 
We at times see a double wamie, that is someone 
of the same race that's not competent and we know 
it, how can we get them out?; if we did a really 
good job, our job would be obsolete. We don't 
think of the long term-effects. 
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j To wish that there would be an easier way of net¬ 
working. That there be a way of systematically 
getting together; we should have a workshop where 
we could get together and discuss topics that we 
want to discuss. Make a real needs assessment! 
k — r wouldn't waste my energy! How can you eradicate 
institutional racism? It's hopeless ... you can't 
change it! 
1 — A better networking system. Four times a year have 
some kind of social gathering just to chat; to 
have internships where we can exchange expertise 
and skills. Where we can switch jobs, so that I 
can learn what other women do. This way we can 
give students the kind of tools they need; to have 
a funding set aside so that minority female 
administrators can attend conferences about minor¬ 
ity female administrators. There are no funds 
available and it is needed!; that we take the roll 
of "big sister" with the women coming in. They'll 
feel there is a support network for them; to 
reach out more schools around the area to do an 
exchange program in the skills that are needed to 
both; we need to network with women on high power 
positions so that they don't suffer burnout. We 
need to keep them there. They need to get the load 
off their shoulders. We need to remember that all 
decisions they make they do because of their 
responsibilities. Examine the background of the 
problems and see... 
m — More of everything!; job security; money; more 
women altogether; respect; help. 
n — Work with the Affirmative Action Office on 
aggressive recruitment; develop or work hard on 
effective networking. Coalition building!; make 
true what the institution publicizes about A.A. - 
E.O.; create a good reward system; offer better 
salaries. 
chapter V 
CONCLUSIONS AND RECOMMENDATIONS 
Having described in detail the major findings in the 
Study, the present chapter attempts to: 
1. Derive the most important conclusions about the 
participation of minority females in the 
administrative process at the University of 
Massachusetts at Amherst. 
2. Offer recommendations which are necessary for 
increasing female participation in the 
administrative process at the institution and 
make the participation a more productive and 
meaningful one. 
3. Propose recommendations for future research. 
Conclusions 
The data collected in this study suggest that there is 
a general underrepresentation of minority female staff 
members at the University of Massachusetts at Amherst. The 
underrepresentation seems more apparent among minority 
female administrators, both across the board and across 
ethnic groups. The group most underrepresented is the 
Alaskan/American Indian with not even one woman of this 
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category occupying an administrative position at the 
institution. This underrepresentation extends to all 
other positions at the institution including faculty, 
classified, clerical and professional positions. 
The participants in the study as a group, occupy entry 
level administrative positions. All of them are fully 
qualified for the positions they currently hold. In fact, 
the vast majority could be identified as "over-qualified" 
for their positions. 
The participants clearly derive satisfaction from their 
jobs. They feel that their ethnicity is an asset in their 
positions, but that their gender is not. They feel that 
women need to be highly aggressive in order to succeed. 
According to the participants, their salary compensation is 
not comparable to that of their white male, minority male or 
white female colleagues. In other words, they are not 
satisfied with the amount of money they receive for the 
amount of work they generate. This increases the feeling 
of being overworked which is one of the problems that 
minority females in administration generally encounter 
according to Kanter (1977), and to Rodriguez (1981). They 
also feel underutilized. 
These women do not feel as tokens; their support systems 
do not seem effective, and they do not perceive a sense of 
unity among themselves. Yet they do not feel isolated in 
122 
their environment and feel that they can rely on their 
colleagues for advice. 
Contrary to most research results, the participants in 
this study feel that they are allowed to directly partici¬ 
pate in the decision-making process of the institution. 
They also enjoy autonomy in their positions feeling that 
they can afford to make mistakes. They feel accepted, 
respected and supported by their superiors and by their 
subordinates. They tend to feel that minority male 
^oH^agues do not really assist them in their positions. 
Money proved to be an area where real inequalities 
exist among the participants of the study. On the one hand, 
the participants' salaries seem to be miles apart between 
levels. While most of the participants earn less than 
$30,000, some earn over $50,000, without clear-cut 
indicators explaining the huge discrepancy. On the other 
hand, the budget handled by the participants pose the same 
differences. While one manages a budget of over $3 million 
three manage no budget at all. Possible indicators for the 
differences are level of position, and number of 
supervisees. 
The participants seem to enjoy helping other 
minorities. All of them believe that being mentors to other 
minorities is very important to them. They also believe 
that having a mentor is important, but that helping to 
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advance the position of other minorities at the university 
is of greater importance. They perceive themselves as role 
models to other minority women interested in the field of 
administration. These data are well supported by the 
literature, (Denmark, 1977 and Rodriguez, 1981) where it 
is specified that the few minority women in administrative 
positions act as role models to other minority females 
coming up the administrative ladder. The participants are 
willing to help others since they believe that they are 
effective administrators. 
Even though the participants need to prove themselves 
to others in terms of professional capabilities, Kanter 
(1977) described this situation well, so this fact seems to 
be well documented in the existing literature. The data 
revealed that they have good working relationships with 
their superiors. They had an accurate idea of what their 
functions would be when they were hired. These women feel 
that their recommendations to their superiors are accepted 
and that they are encouraged to excel professionally. They 
are certain that their superiors clearly articulate their 
expectations to them and do not believe that their superiors 
are concerned about their ability to deal with minorities. 
All of the participants in the study agreed that there 
are several serious problems at the University of 
Massachusetts at Amherst that should be tended to. They 
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feel that sexism as well as racism are big problems at the 
institution, racism being the worst one of the two. 
Wattenburg (1978) revealed that the overwhelming majority of 
the female administrators in the United States are white. 
The fact that at the University of Massachusetts the few 
minority female administrators are more often faced with 
racism than with sexism is not surprising and perhaps serves 
as one of the reasons for their underrepresentation as well 
as their high attrition rate. 
The women also had strong feelings concerning the 
university's poor record on hiring and retaining minorities 
particularly minority female administrators. They believe 
that the hiring practices at the institution have been 
ineffective in attracting minority females and even more 
ineffective in retaining the few that are hired. They 
all agreed that affirmative action guidelines are not 
followed at the university. 
Recommendations 
Having analyzed the data collected in the study, and 
having completed the review of related research and 
literature, the researcher has several recommendations to 
offer. These recommendations are necessary for hopefully 
increasing minority female participation in the various 
aspects of the University of Massachu'setts' life, 
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particularly in the administrative processes. In addition 
the recommendations will hopefully bring about more 
productive and meaningful participation of the female 
minority members and for improving the conditions faced by 
the few minority females working at the institution. The 
recommendations are as follows: 
Recommendations for Increasing Minority Female 
Participation in Administration at the University 
of Massachusetts, for Making the Participation a 
Productive One and for Improving Existing Conditions. 
1. Since the women respondents in the study do not 
feel that they are adequately compensated for the 
amount of work they do, salary scales should be 
evaluated. 
2. New and creative methods for recruitment need 
to be developed. An aggressive, intense 
advertising campaign appears to be the answer 
to reach the target population (minority females 
for administrative positions). 
3. The "search" processes should be evaluated. 
Search procedures need to be strengthened. Also, 
waivers for searches need to be discouraged. 
4. Newly appointed minority females need to have a 
strong support system. The University of 
Massachusetts at Amherst seems to be, as one of 
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the participants in the study explained, a great 
training place for minority females. Special 
efforts need to be made to retain these women, 
as well as to increase the possibilities of 
success. 
5. Network and support systems need to be developed 
also for the women already in the system. Most of 
the women in the study spoke of a lack of unity 
and lack of contact between minority female 
administrators on campus. 
6. Efforts should be made to hire more minority 
female faculty members. For several minority 
female administrators this seems to be the 
starting point. 
7. Some women in the study spoke of a lack of in- 
service training opportunities for them, A sort 
of internship program could be developed for both 
the females already in the system and for new 
ones. 
8. Statistics about minorities need to be purged in 
order to eliminate redundancy and overlapping. 
This way they will depict a clearer picture of the 
situation faced by this group. 
127 
_Recommendations for Further Research 
1. Devise and administer an equivalent questionnaire 
to a comparable group of professional females who 
are not members of a minority group to gain 
insight into issues that are gender related but 
not necessarily issues of race or ethnicity. 
2. Devise and administer an equivalent questionnaire 
to a group of professional men to gain insight 
into issues that are not necessarily attributable 
to issues of race or gender, but perhaps more to 
the structure of work at that level. 
Consider a more open ended structure for some of 
the questions for the interview. 
3. 
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